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AIR WAR COLLEGE RESEARCH REPORT SUMMARY

NO. MS108-81

TITLE: Air War College Class of 1981 Retention Survey

AUTHOR: Robert E. Lee, Jr., Lieutenant Colonel, USAF

This study reports the results of a retention survey

administered by the author to the active-duty Air Force members

of the Air War College class of 1981. The purposes of the sur-

vey were to assess the career and retention attitudes of the

class of 1981, determine the factors shaping those attitudes,

and compare the results obtained with those from a similar

survey administered to the Air War College class of 1980. The

1981 survey focused on various factors which affect retention,

including financial matters, family considerations, leadership,

and social life/camaraderie. It also sought to determine the

career intentions of the class of 1981. The results of the

1981 survey were in many respects better from an organizationa.l

viewpoint than were the results of the 1980 survey. The analysis

of the results also revealed that the retention outlook among

high-quality senior officers is positive and healthy.
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CHAPTER I

INTRODUCTION

In January, 1980, Lieutenant Colonel Kenneth A. Anderson,

USAF, a member of the Air War College (AWC) class of 1980,

developed a retention survey and administered it to his active-

duty Air Force classmates. According to Anderson, the purposes

of the survey were "to determine the severity of the retention

problem and help identify causes." (1:1)

The survey results provided a wealth of data for analysis,

and some of the information was, as Anderson termed it, "rather

dramatic." (1:2) Major findings included but were not limited

to the following:

Inadequate pay, family related considerations and
eroding benefits are the most negative factors in making
the Air Force a career.

Over 90 percent of the class feel that retention is
a very serious problem for the Air Force.

Over two-thirds of the class feel that Air Force senior
leadership is not taking positive and effective actions to
improve the quality of life in the Air Force.

There is a clear trend toward shorter careers within
the class.

There are excellent motivational factors for making
the Air Force a career--job challenge and satisfaction,
service to the country and association with great people.
These motivators are losing effect, however, since basic
needs are being challenged because of inadequate pay and
benefits. In addition, social changes dictate recognition
of family needs. Instability, disruptions and separations
must be reduced. (1:2-4)

Acknowledging that the survey results were not encourag-

ing, Anderson concluded that:

Retention problems within any specialized group cause
concern. Significant losses of highly experienced and



promotable senior officers are unacceptable if the Air
Force is to support effectively national goals and
objectives, No organization with a closed personnel
system can continue as a viable institution under those
circumstances. If personnel selected and trained to
assume senior leadership positions do not remain within
the organization, that loss is irreplaceable The con-
cerns, attitudes and intentions expressed by the Air War
College class of 1980 offer a sobering analysis of where
the Air Force stands as an institution today. (1:34-35)

Sobering, indeed' By any reasonable measure, the typical

Air War College class is an aggregate of the Air Force's finest

lieutenant colonels and colonels--the vanguard of the Air Force

leadership for the decade following graduation. And as Anderson

noted, it was "reasonable to extrapolate the survey data as

representative of the top 10 percent of lieutenant colonels in

the Air Force" (l:31)--a group numbering approximately 1600

compared to the 139 Air Force members of the class of 1980.

Obviously, in January 1980 the retention outlook for the best

Air Force officers at the mid-senior level was less than opti-

mistic.

In his report Anderson recommended that the same survey

be administered to subsequent AWC classes. (1:32) The AWC

faculty agreed with that recommendation and decided that an

annual retention survey of AWC students should be conducted

as a part of student research. This study accomplishes that

task for the AWC class of 1981.

The 1981 survey retained Anderson's basic framework of

questions and included some new ones designed to accommodate

the following factors:

2



1 The need to investigate more thoroughly the 1980
findings regarding pay and benefits

2. The 11.7 percent pay increase which was effective
on I October 1980

3. The 1980 presidential election

4. The introduction of a sixth analytical category--
social life/camaraderie

The net effect of the changes to the survey instrument

was to increase the number of questions from 53 to 75, The

added depth provided additional information regarding several

factors considered key to a healthy retention climate. More-

over, the results of the 1981 survey were in many respects

better from an organizational viewpoint than those from the

1980 survey. These 1981 results are summarized below.

1. According to the class of 1981, the three most posi-

tive aspects of an Air Force career are the job (principally

job satisfaction), the people in the Air Force, and service to

the nation

2. Financial compensation is still the most significant

concern for this group, There was a slight improvement in

attitude toward pay compared with 1980, but much ground needs

to be covered before an adequate pay level is reached

3. There is a very high, positive relationship between

longer careers and families who are satisfied with the Air

Force way of life

4. A social/camaraderie category was added this year,

The answer to the questions it contained indicated that negative

3



trends in the social/camaraderie aspoct.s of Air Force life are

contributing to the Air Force's retention difficulties. Con-

cern in this area was most frequently expressed by rated offi-

cers who have spent most of their car( er. in lying jobs where

mission, unit cohesiveness, and a strng social tradition

provide a great deal of individual saisfaction, esprit and

camaraderie

5. The most positive changes from 1980 to 1981 were the

improved opinions about Air Forco leailership The animosity

present in 1980 diminished signif'icantly. The only major dis-

satisfaction remaining in this categor' among the class of 1981

is the strong perception that there is too much micromanagement

in the Air Force

6. The 1981 class is acutely aware of the Air Force's

retention problems, and they reported considerable difficulty

in motivating NCOs and young officers toward making the Air

Force a career. The class also agreed that there was a senior

officer retention problem, but they were unwilling to sacrifice

healthy promotion flow in order to fix it

7. The career intentions of the class of 1981 are posi-

tive and healthy. This observation results from additional data

used for comparative purposes as well as to a difference in view-

points between analysts (last year's and this year's)

8. Finally, retention was the single most important issue

facing the Air Force today, according to the class of 1981

4



The 1981 survey annotated with the response percentages

for both the 1980 and 1981 classes is provided at appendix A.

The remainder of this study will focus on a detailed analysis

of the survey results.

5



CHAPTER II

THE SURVEY

Purpose of the Survey

The purposes of the 1981 survey were to assess the career

and retention attitudes of the Air Force members of the AWC

class of 1981, determine the factors shaping those attitudes,

and compare the results obtained with those reported in the

Anderson study.

iypothesis

Anderson's hypothesis was that "current retention prob-

lems are symptoms of much more serious institutional problems

in the Air Force." (1;5) While this may be correct, it seems

to be beyond the capability of a survey of Air Force AWC students

to prove or disprove such an hypothesis.* At best, the most

reasonable generalization which could have been reached from

the 1980 survey was that the career attitudes of the Air Force

members of the AWC class of 1980 were quite similar to those of

a group of officers of like rank and quality. This is precisely

what Anderson concluded--that the survey was representative

only of the top 10 percent of lieutenant colonels and colonels

in the Air Force. (1:31)

*Anderson acknowledged this limitation by stating that
his "sample was small and not reprosentativy of all Air Force
officers or all Air Force colonels and I i eutenant colonel s.
(1:1)

6



The purpose of this discussion is to narrow the focus of

the retention survey to an assessment of how the Air Force's best

lieutenant colonels and colonels feel about their careers--nothing

more, nothing less. This attempt at a more precise focus is based

on the premi..e that the knowledge gained from the 1980, 1981, and

subsequent surveys will aid in rounding out what the Air Force

needs to know about the root causes of dissatisfaction--as well

as satisfaction--regarding an Air Force career.

In summary, the most appropriate hypothesis to be derived

from the 1981 survey would seem to involve some prediction of change

utilizing the 1980 results as a baseline. Therefore, the statistical

null hypothesis is that there is no difference between the two

groups. Rejection of the statistical hypothesis supports the

thesis that the class of 1981 has a much more positive outlook than

did the class of 1980.

Survey Methodology

The 1981 survey is basically the same as the 1980 version.

It consists of seven categories of questions: demographics,

financial considerations, family considerations, social life/

camaraderie, leadership, retention, career intentions, and

miscellaneous. The 1981 version totals 75 questions, an increase

of 22 questions from the previous year. Many of the new questions

were included to probe more deeply into the finding that pay

was the most serious concern of the AWC class of 1980.

7
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The following Likert-type response scale was used for

most questions: strongly agree, agree, disagree, strongly

disagree. Note that it does not include a neutral, mid-point

response. Anderson's reasoning for this format was that it

"provided a common ground of comparison and correlation and

forced a choice by each respondent." (1:6) This format was

continued in the current survey for consistency purposes.

A total of 144 copies of the 1981 survey were distributed,

and 140 (97.2 percent) were returned by the end of the two-

week completion period. This compares favorably with the 1980

return rate of 87.8 percent (122 of 139).

The 1980 and 1981 surveys were distributed in January of

the academic year. Anderson described this period as one where

the mood of his fellow students was at a mid-to-high point.

This assessment is also valid for the class of 1981.

Analytical Methodology

With the exception of the last four questions, which re-

quired fill-in-the-blank answers, respondents answered the sur-

vey on machine-scannable answer sheets to facilitate scoring

of the results. Frequency-response-distribution percentages

were computed for each question, with adjustments being made

for instances in which no answer was marked and respondents

who were single or had no children were instructed not to answer

certain questions. Thus, only valid answers were used in cal-

culating the distribution percentages. For some unexplainable

8



reason, this procedure was not used for the 1980 survey;

rather, the distribution percentages were apparently calculated

on the basis of the number of total respondents rather than the

number of valid answers.* This error necessitated the recal-

culation of the 1980 response distribution percentages so that

valid t-tests could be conducted on each question which anDeared

in both the 1980 and 1981 s.-veys. In almost every case these

recalculations resulted in only slight adjustments to the

response percentages, usually less than .1 or .2 percent. All

1908 percentages which appear in this paper are recalculations

Statistical Tests**

The Statistical Package for the Social Sciences (SPSS)

computer program was used for all statistical analyses. Two

SPSS subprograms were selected, t-test and crosstabs. The

t-test determines whether or not a difference between two

samples indicates a difference in the populations from which.

those samples are drawn. In this survey analysis the samples

are the Air Force officers in the Air War College classes

of 1908 and 1981, and the underlying populations are the top

10 percent of colonels and lieutenant colonels throughout the

Air Force for those two years. Each classes' responses to each

survey question are compared, and the t-test estimates the

*Computer personnel believe this may have been caused by
an inconsistency in response coding procedures which Anderson
was not aware of.

**Individuals without a background in statistical analysis
should read this portion carefully.

9



probability that any differences are due solely to chance.

Ti-e probability estimates are formed by hypothesizing that there

will be no difference of opinion between the two classes and

then proceeding to prove or disprove the hypothesis on a

question-by-question basis. When a large difference of opinion

is found on a particular auestion, the difference is termed

"significant,"* and the hypothesis (that there is no difference)

is rejected. The conclusion can therefore be made that there

is a difference of opinion between the underlying populations.

There is always the possibility of making errors in

this type of statistical testing. One such error (Type I

error) is to decide that a difference of opinion exists in the

two populations when, in reality, it does not. The key to

successful analysis is to reduce the risk of making this error

by specifying at the beginning of the test the maximum

acceptable risk of error which can be tolerated. This is

generally referred to as the "level of significance."

The level of significance (acceptable risk of a Type I

error) normally depends on how serious the consequences would be

if an error were made. If the consequences were extremely serious,

the significance level would probably be specified at .01, i.e.,

no more than a I percent chance of error. On the other hand,

less serious consequences might result in a significance level

*Significant, in its statistical sense, does not mean
"important." Rather it signifies that a true difference exists
between the samples.

10
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of .05--as much as a 5 percent chance of an error is acceptable.

These risk statements can also be expressed as confidence levels,

i.e., a 99 or 95 percent confidence that the right decision was

made in rejecting the hypothesis.

A second kind of error (Type II error) occurred when one

accepts a false hypothesis. For example, a difference may exist

between two groups but the statistical test does not indicate

such a difference. An analysis of the probability of Type II

errors is beyond the scope of this report.

The t-test significance level for this study was established

at the .05 level, a level considered customary for statistical

testing. To again emphasize, when a difference of opinion between

the two classes is termed statistically "significant," it only

means that we can be 95 percent confident that the same difference

of opinion exists between the basic populations.

Of the 42 questions common to both surveys, 15 indicated

statistical significance at the .05 level as a result of the SPSS

t-test. Therefore, we can be 95 percent confident that in these

15 instances the opinions of the 1981 population differed mardedly

from the opinions held by the 1980 population. For the other 27

questions common to both surveys, we had less than a 95 percent

confidence that the opinions of the two populations reflected

"true" differences. Appendix B contains the result of the SPSS

t-tests to assist in making this decision. The column labeled

"2-tail Prob." under the heading "Separate Variance Estimate"

reflects the calculated level of significance (probability of

error) for each question common to both surveys.
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The SPSS Crosstabs subprogram examines the relation-

ship between two independent variables, such as the response

distributions of any two questions which appeared in the 1981

survey, The principal statistic in the Crosstabs subprogram

is chi-square, a test of statistical significance which

determines the probability that a systematic (dependent) re-

lationship exists between two variables (question responses).

The procedure begins with an hypothesis that the two

sample variables (questions) being compared are independent.

The chi-square equation then com!utes the differences between

the theoretical distributions w..ich would be expected if the

variables were independent and -he distributions which actually

appeared in the sample. If the total difference is large, then

a systematic relationship prob:bly exists and the hypothesis can

be rejected.

Like the t-test, chi-square utilizes levels of signifi-

cance to minimize the risk of concluding that the relationship

is systematic when in fact it is not. Generally, the chi-square

significance level is set at .05. When chi-square indicates

that a relationship between two sample variables is statistically

"significant" at the .05 level, this means that we can be at

least 95 percent confident that the variables (question re-

sponses) are related to one another in some fashion.

While a chi-square test helps determine dependency between

two variables, it is incapable of describing how strong the

dependency might be, A description of strength is important

12
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because while there may be high confidence that the variables

are dependent, the relationship in the sample may be very

weak. The reverse is also possible. The sample relationship

may be strong, but there is less than 95 percent confidence

that the variables are truly dependent.

This latter point is important to the analysis of the

1981 survey. There are a few instances in which a strong

relationship is indicated between two sample variables

(questions), but chi-square provides less than 95 percent

confidence that the variables are dependent, Given the unique

nature of this survey, it seems inappropriate to exclude these

few cases from the analysis; therefore, they will be utilized

to offer added insight.

The SPSS Crosstabs subprogram offers a number of statis-

tics which describe strength of relationship; the choice

depends on whether the variables are measured at the nominal

or ordinal level. Since a Likert response scale is considered

to be at least ordinal, Crosstabs statistics which can be

employed are tau (b or c), gamma, and Sommers D. Gamma was

selected for use in this analysis. The possible values of

gamma range linearly from -1 to +1 with 0 indicating no

strength in the relationship.* A positive sign indicates, for

example, that respondents who marked a particular response on

*According to an example in the SPSS text, a .34

(+ or -) represented a fairly strong relationship. (7:228)

13



one question tended to mark the same answer on the other

question (A-A, D-D, etc.). On the other hand, a negative

sign indicates that respondents who marked a particular response

on one question tended to mark an opposing answer on the other

question (A-D, D-A, etc.).

Statistical Highlights

The following summary highlights some of the results

of the chi-square and gamma statistics from the 1981 survey:

1. Six demographic factors* were crosstabulated with
48 other survey questions for a total of 348 demo-
graphic crosstabs

a. 37 (10.6%) were statistically significant at the
.05 level

b. An additional 22 (6.3%) would have been
statistically significant if the .10 level
had been established as the cutoff point

c. 27 (7.8%) had a gamma value in the ranges -1 to
-.30 or +.30 to +1, considered fairly strong to
strong relationships

2. Thirty question-to-question (non-demographic)
crosstabulations were conducted to test for suspected
relationships or response consistency

a. 24 were statistically significant at the .05
level

b. 2 others would have been statistically signifi-
c ant if the .10 level had been established
as the cutoff point

c. 22 had a gamma value in the ranges -1 to -.30
or +.30 to +1 and were thus considered to have
fairly strong to strong relationships

*Question 176, Date of Rank, was not crosstabulated.

14



Other Questions

The last four questions in the 1981 survey were fill-in-

the-blank. One question asked respondents to estimate the

quantity of a Day raise necessary to retain senior officers

till they near mandatory retirement. Two questions asked

each respondent to list the three most positive and negative

factors in an Air Force career, and the last question asked

what was the most significant problem facing the Air Force.

The pay-raise data was manually compiled, and mean, median,

and mode were computed. The responses on the positive

and negative factors and the most significant problem were

manually extracted and grouped according to tonic. There

were 18 positive topics, 21 negative topics, and six signi-

ficant problem topics. Final rank ordering of the positive

and negative topics was accomplished by awarding points

based on order of placement on each individual survey. A

number one factor received three points; a number two factor,

two points; and a number three factor, one point. The

responses to these four questions are examined in considerably

greater detail in Chapters VII and IX.

Review of Chapter Analyses

The 75 questions in the 1.981 survey have been grouped

into seven categories for analytical purposes. These cate-

gories are:

15



1. Financial Considerations
2. Family Considerations
3, Social Life/Camaraderie
4, Leadership
5. Retention
6, Career Intentions
7, Miscellaneous Questions

The response distributions to each question have been

combined into positive and negative percentages to facilitate

analysis. The positive percentage represents a combination of

the strongly agree and agree percentages, and the negative per-

centage represents a combination of the two disagree responses.

The response distributions from 1981 are compared to the re-

sponse distributions from 1980, and statistically significant

relationships are highlighted. Statistical relationships

among 1981 questions are then discussed. The primary purpose

is to analyze fully each category separately. The following

terms will be used for the demographic crosstabulations:

1. Grade: colonel, lieutenant colonel, etc. (In the
crosstabs printouts, Response A includes colonels
and colonel selectees; Response C indicates
lieutenant colonels.)

2, Age (self-explanatory)

3. Time in Service: used in lieu of "Years of Service
for Retirement," which appears in the crosstabs
printout

4. PLSD: used in lieu of "Commissioning Year," which
appears in crosstabs printout. (PLSD means Promotion
List Service Date and for this group means essentially
the same as commissioning year.)

5, Aeronautical Rating (self-explanatory)

6. Source of Commission (self-explanatory)

16



Before evaluation of the first. category, a warning is

necessary. In studying surveys of this nature, one has a

natural tendency to spend more time looking at what is wrong

rather than what. is right, This problem is further compounded

because respondents frequently recognize the potential power

of the survey results and bias their responses in favor of a

particular outcome. The reader should keep this fact in mind

when considering the results of the 1981 survey and, for that

matter, the 1980 survey, too. In both cases it is probably

reasonable to assume that the attitudes of both groups are

slightly more positive across the board, than they appear in

the survey results.

17



CHAPTER III

FINANCIAL CONSIDERATIONS

Response Analysis

Let's face it--money talks! It talks because of what
it can do for us within our social parameters. And it
is naive for anyone to believe money talks less to mili-
tary men and women than it does to civilians. It mani-
fests free enterprise! I say it is not wrong for those

dedicated to defend our country and all that it offers
to expect a fair shore of the profits according to demon-
strated ability, initiative and degree/level of responsi-
bility, (11:2)

This quote, excerpted from a 1973 letter written by an

Air Force colonel selectee to the Assistant for Colonel Assign-

ments, eloquently sums up how many of the members of the AWC

class of 1980 probably felt about their own Air Force pay and

allowances. In many respects it also represents the collective

opinion of the class of 1981 toward their military compensation.

For despite the October 1980 11,7 percent pay increase, and the

new variable housing allowance, a considerable amount of con-

cern and disgruntlement still exists among top-quality senior

officers toward current compensation levels.

Numerous examples of concern are evident in the 1981

survey results. More than 66 percent of the class of 198

personally viewed the October 1980 p:'y and al lowance in'reases

as less than adequate, More than ]6 pwrc 'nt vi-w-d the in-

creases as far less than adequat' NineI v 1,r,','nt (,t tht, 1981

class said their pay and benefits ,-,ompfntia i,,n is inidequate
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given the inherent risks and hardships of an Air Force career.

Exactly the same percentage of the 1980 class felt the same way.

Eighty-two percent of the 1981 class reported that it was hard

to save money on their Air Force income, and over 86 percent

indicated varying degrees of concern about making financial

ends meet (32 percent "sometimes" concerned, 31 percent "usually"

concerned, and 24 percent "always" concerned).

Two responses in this category reflected statistical

significance between the opinions of the two classes. First,

the percentage who believe they receive appropriate increases

in benefits and privileges with each promotion rose from

approximately 28 percent in 1980 to 46 percent in 1981. In

the second area of significance, 90 percent of the 1981 class

believe full dental care would be a valuable retention incentive.

This percentage was over 5 percentage points higher than in 1980.

The statistical significance is attributed to the much higher

percentage of "strongly agree" answers in 1981--50 percent

versus only 34 percent in 1980.

Three questions addressed the benefits issues. Approxi-.

mately 94 percent of the 1981 class said that benefits are not

as attractive as they once were. This percentage was down just

over 3 percentage points from the previous year. In the medical

area 63 percent in 1981 believed medical care to be a major bene-

fit. This percentage was 5 percent lower than in 1980. On the

other hand, only 38 percent of the 1981 class preferred con-

tributing to a group plan for medical and dental care, compared

to 45 percent in 1980.
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In November 1980, the Air Force Times carried the

details of a study conducted by two Air Force researchers as

to why pilots were leaving the service. According to the

article, "The main reason pilots leave the Air Force is they

are not allowed to fly enough. All the other reasons--low pay,

promotions, excessive responsibilities, etc.--though important,

are secondary in the decision to leave the service." (3:1) The

majority of pilots in the AWC class of 1981 had a different

opinion. Told to assume they were in a flying job and given

the opportunity to choose between a 20 percent increase in fly-

ing hours or a 20 percent increase in pay and allowances, 68

percent of the pilots selected the pay boost.* This indicates

the possible existence of a crossover point between compensa-

tion needs and flying needs during an Air Force pilot's career.

One other question in this category which produced

interesting results dealt with the amount of non-Air Force in-

come received by each respondent and/or his wife. Possible

answers ranged from "less than $1000 annually" to "greater than

$30,000 annually." Twenty-one percent indicated outside income

in excess of $30,000 annually. This was also the modal response.

The reason for asking this question will be covered in more

detail in the section dealing with career intentions.

*Eighty-five percent of the navigators in the class chose

the extra pay.
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Statistically Significant Demographic Relationships*

Grade: Responses to three questions in this category

were dependent on grade. Lieutenant colonels tended to strongly

agree more often than colonels that it is difficult to save

money on Air Force pay, The gamma value indicated, however,

that the relationship in this sample was very weak. Lieutenant

colonels were also more concerned about making ends meet than

were colonels. The relationship was strong in this sample.

Finally, colonels tended to have a bit more non-Air Force income

than did lieutenant colonels, although the sample relationship

was very weak.

Age: Two response patterns depended on age, Older

officers more often indicated that they receive appropriate

increases in benefits and privileges with each promotion.

Older officers also tended to be more moderate in their criticism

of the adequacy of the October 1980 pay raise. Both relation-

ships, however, were weak.

PLSD: As with age, those with older PLSDs tended to be

less critical of the amount of the October 1980 pay increase,

The relationship was weak.

Aeronautical Rating: Three questions were dependent on

aero rating, but all three relationships in this sample were

weak. There was a slightly higher tendency among nonrated

*See appendix C for this Chapter's crosstabs printouts.
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officers to indicate that they received appropriate increases

in benefits and privileges with each promotion. Nonrated offi-

cers also indicated slightly more concern about making financial

ends meet (probably because of the absence of flying pay).

Finally, nonrated officers tended to more strongly disagree

that medical care is a major Air Force benefit.

Question-to-Question Crosstabulations

The relationship between question 127 (there is adequate

compensation, in terms of total pay and benefits, for the

risks and hardships, of an Air Force career) and question 143

(Air Force benefits are just as attractive as they used to be)

was statistically significant and very strong. Most who said

compensation was inadequate also said benefits were less

attractive, thus confirming the expected consistency of response

between these items. Question 127 was also crosstabulated with

question 158 (Air Force pay and benefits are comparable to

those received for similar responsibilities in private industry).

This relationship was statistically significant and very strong,

confirming the consistency of response.

In the area of medical benefits, those who considered

Air Force medical care to be a major benefit (question 133)

generally did not want to provide for health care by contributing

under a group plan (question 145). The relationship was

statistically significant and fairly strong.

Three crosstabulations were conducted with question 172

which asked respondents to identify the range of their non-Air
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Force income. None of these relationships was statistically

significant, and all were weak; nevertheless, there is some

utility in examining each one separately. First is the rela-

tionship between level of extra income and the ability to save

money on Air Force pay (question 124). This crosstab indicated

a confidence level of 93.7 percent, very near but still below

the mandatory 95 percent level. Gamma, however, showed the

strength of relationship to be very weak, with a negative sign.

An examination of the table indicates that those with lower

levels of outside income tend to be the same ones who think it

is hard to save money on their Air Force income. The reverse,

however, does not seem to be quite the case as higher levels of

outside income do not necessarily equate with an attitude that

it is easy to save money on Air Force pay. The conclusion is

obvious: those with lower incomes find it harder to save money;

and no statistical analysis was necessary to confirm that fact!

The most interesting crosstabulation in this financial

category is also the most inconclusive one, statistically speak-

ing. Again, the level of outside income was compared to the

degree of concern about making financial ends meet (question

167). Here the confidence level in a true relationship was only

41 percent, and the gamma was extremely weak. There are, how-

ever, 22 cases of individuals with outside incomes in excess of

$30,000 who report a moderate to high concern with making

financial ends meet. This contrasts with the 21 cases of indi-

viduals with outside incomes of less than $1000 per year who
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share the same concern about finances° Any concl1usions about

this are left to the reader.

Finally, level of outside income was compared to how the

class of 1981 viewed the October 1980 pay increase (question

168). Again, the confidence level was low (48 7 percent),

and the gamma was weak, with a negative sign, The most reason-

able conclusion is that those with high outside incomes were

almost. as disappointed in the level of the 1980 raise as those

with low outside incomes.

Other Observations

Lieutenant colonels tended to more strongly agree that

full dental care would be a valuable retention incentive

(question 117). While not statistically significant (confidence

level: 94.7 percent), the gamma value indicated a reasonably

strong relationship for this sample, In a similar vein,

younger respondents reported higher degrees of concern with

making financial ends meet (question 167). The confidence

level was only 93.8 percent, but the gamma was sufficient to

indicate another reasonably strong sample relationship.

One question-to-question chi-square test was conducted

manually. The written responses to question 189 (how much pay

increase is necessary to retain senior officers unli I they near

mandatory retirement) were grouped into r;ing(,s ,is follows:
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Percentage Range Number in_ Range

0-9% 20
10-14% 43
15-19% 19
20-29% 46
30-100% 9

These ranges were then crosstabulated with the resoonses to

question 164 (what are your career intentions?). The chi-

square statistic was 22.54 for 12 degrees of freedom; thus,

the relationship was statistically significant at the .05

level. Ganna was not computed, but the relationship pattern

indicated that those who intended to stay in the Air Force

longer tended to recommend a lower percentage pay increase.

The reverse relationship was approximately as strong; those

who indicated an intent to retire sooner, wanted more money

as an incentive to stay longer.

Category Sumnary

While the 1981 survey may reflect a slight improvement

in the financial outlook of these highly select officers, it

is apparent that much ground still needs to be covered before

any perceived "comfort" level is reached. Rather than one

speculating on what it will take to show substantial improve-

ment, it seems preferable to adopt a "wait and see" approach.

The two pay raises planned for 1981, totalling about 14 per-

cent, should help. But it remains the task of the Air War

College class of 1982 to tell us how much.
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CHAPTER IV

FAMILY CONSIDERATIONS

Response Analysis

In today's ultra-modern American society, the family plays

a wider and wider variety of important roles in the life of the

successful male wage earner.. These roles frequently range from

a highly intangible source of love, pride, and satisfaction to

a highly tangible source of income needed to keep pace with

inflation. In return, the family is also placing greater

demands on the husband/father.

The contemporary American family seems less inclined to

accept the stresses associated with long hours on the .job,

sometimes lengthy business trips, and frequent cross-country

or even international moves necessitated by career advancement.

Wives and children have learned that. they can demand--and often

receive--more quality time and attention., These problems are

frequently magnified when the wife works--either out of economic

necessity or to fulfill personal desires, or both. If the wife's

job has career potential,* she becomes reluctant to move. She

begins to taste success outside the homo environment and, like

any ambitious person, seeks more. All too o'tn this sets up

*A recent. Air Force( Quality of LiJ (, survty ;idnini stored
to 5000 service merrhers revealed that. 56. :',, ed (J ic.-r.-
spouses . are- pursiing a career. (9:16)
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a confr onta.tio hol.ween marriage, family, and career(,s) And

something more and more frequently gives--the marriage, one

career, or both careers.

Air Force families are certainly not immune to this classic

mise en scene. Often these pressures are magnified exponentially

in the military and are frequently translated into a growing

family disenchantment toward the military as a way of life

This dissatisfaction usually manifests itself through pressure

on the military member to stabilize matters by retiring as soon

as possible or at least throttling back on the .job. In either

case, military readiness may suffer.

The questions in the survey relating to family considera-

tions offer an opportunity to determine how a group of highly

successful Air Force officers and their families are coping with

the stresses and strains of modern military life. As with the

overall survey, there is some good news here too, From a

subjective viewpoint, it would seem that family attitudes ha'e

changed positively in direct proportion to the attitudes of th,

1981 class members. The majority of the eight questions in

this category reflected improvements from last year While none

of the differences were statistically significant, the percentage

changes deserve attention and comment.

Approximately 86 percent of the married officers in the

class of 1981 believed that an Air Force career had had a

positive effect on their families. This rate is slightly more

than 10 percentage points higher than last. year--a positive

27



trend. Complementing this trend was the percentage gain in

the number of married officers who indicated that their

families supported their continuing their careers. This per-

centage increased from 58 percent in 1980 to nearly 68 percent

in 1981, An alternate perspective, however, is that one-third

do not feel that their families want them to stay in the Air

Force. This amount of negative internal family pressure should

be a source of concern to management for several reasons, not

the least of which is the influential nature of those express-

ing this particular opinion.

In terms of assignment stability the changes from 1980

to 1981 were very slight. Almost 89 percent of the c]ass of

1981, versus 85 percent in 1980, said that increased assignmont

stability would have a positive effect on the Air Force. Cor-

respondingly, the percentage of officers surveyed who want more

assignment stability decreased from 56 percent in 1980 to 53

percent in 1981. These latter response rates could be somewhat

misleading, because they do not precisely account for any

respondents who have had relatively stable careers and who

might have preferred to move more often. Approximately 45 per-

cent of both classes reported that. they would move unaccompanied

to preserve children's education or wives' careers Interest-

ing1y, those who strongly agreed with thi. s tatf',mont incr(ased

from 10 percent in 1980 to 17 percent in 1981 This 1981 "strongly

agree" percentage contrasts to the 19 percent of married Air
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Force officers in this class who came to Air War College un-

accompanied by their families.

In 1980, slightly more than 76 percent of the class indi-

cated that their wives were working or would soon have to work

to maintain the standard of living desired by the family. This

percentage decreased more than 10 percentage points in 1981 to

just under 66 percent. This reduction seems to indicate that

the October 1980 increases in pay and allowances have contribu-

ted to improving the desired living standards of at least some

senior officers. It will be very interesting to compare the

results of the 1982 survey in view of the anticipated 1981 pay

increases of about 14 percent.

Last year, 77 percent of the 1980 class felt that their

families had to make greater sacrifices for Air Force career

advancement than would have been required for comparable

advancement in industry. This year that percentage decreased

to 65 percent. There is no readily apparent exolanation for

this trend; however possibilities include an improved concern

by leadership for Air Force families and a better understanding

of what is required for advancement in the private sector.

The answer to the final question in this category also re-

flects an improvement from 1980, but, even so, the response per-

centage is still substantially negative. Last year, only 45 percE.nt

said they would encourage their children to consider an Air Force

career. This year, 55 percent would offer such encouragement.

However, in the author's opinion this still seems about 25 per-

centage points lower than it should be for this group of officersl
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Stat istical ly Significant )emographi c Re latnmships*

Grade: Lieutenant colonels tended to ,trongyly agree more

often than colonels with the statement that inereased assign-

ment stability would have a positive effect on Air Force

organizations and personnel, This relationship was strong. In

a similar vein, exactly 75 percent (if lieutenant colonels indi-

cated that it is or would soon be n cssary for their wivos

to work to maintain the desired standard of living. This com-

pares to only 55 percent of colonels who responded in the same

fashion, This relationship was fairly strong.

Question-to-Question Crosstabulations

As expected, the relationship between questions 115 (my

career has had a positive effect on my family) and 144 (my family

favors my continuing my Air Force career) was statistically

significant and strong. Positive career effects matched closely

with families favoring a continued career. Question 144 was also

crosstabulated against question 164, which asked the respon-

dents' career intentions. Those who indicated that. their fami-

lies favored their career also tended to be the ones who plan

to stay on active duty longer. The relationship was statistically

significant and very strong. The lesson is obvious--satisfied

families mean longer careers,

*Se( appendix D for this chapter's crosstabs printouts,.
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Quest ion 129 ( i t i. or" w i I I 500fl he nlre,51 y Ior m

wife to work to maintain our desired living standard) was con-

pared to two financial questions The firs t crosstab was

(quest ion 167 (vario us degrees o f' con cern abo(ut making lin n.i a I

ends meet), As expected, those whose wives who are working or

plan to work are also generally more concerned about making

financial ends meet.. The relationship was statistically sig-

nificant and very strong,, Conversely, the relationship belween

question 129 and 172 (what is the amount of non-Air Force in-

come which you and/or your wife receive?) was not statistically

significant (conf'idence level: 42 percent) and very weak, One

conclusion which can be reached is that there is almost no

association between outiside income, even as high as $30,000,

and the need for a wife to work to maintain the desired living

standard, It could also be said that. there are a wide variety

of living standards among the group,

Question 148 (increased assignm(nt stability would have

a positive effect. on the Air Force) had a statistically sig-

nificant. and extremely .t, rong relationship with question 112

(I would prefer more assignment stability) This was, an cx-

p ected resul lt.; however, the absence o ' " an ".strongly disair''t,(,"

eosponses on quest, ion 148 resulted in the -Ix.3 crosst ab makill i

the extremely high gamma value a bit suspect

Other Observations

Officers in the grade of colonel, or who were older, or

who had more time-in-service indicated more often than others
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that their famiI i-s favor tntJ r 'flnt i nitr th c CU;Yr r '

of these three relationships wa, signig iit'ant idt c v 1:;

were: 89 percent ftor grad(,, 69 p r'.nt for age, ind

flor t ilme-in-strv itt, llowt vtr i h-, ( ' nt va; I i(,s ,h ;

ticular sample were fairly str ,,ot Tht pmssible ,. lana; .1

for this pattern is that the tariilits , ! the younr. mar

junior officers are experiencing sam,. degree of at ' t'

toward their husbands' careers which will likely il inue unt I

their husbands cross tile success! u l-car ,er thros, vi:, prom-

tion to colonel. Despite the Air Firco's prtesta , ns t( J,

contrary, achieving the grade of colonel is still ti- reat nark

of a successful career, especially for an elite grot of ard-

charging lieutenant colonels attending Air War Coll g

Category Summary

The most significant information in this category is that

senior officers whose families are happy and satisfi,,d with the

Air Force tend to stay on active duty longer Th, stme proa-

bly applies to all married Air Force mmbers--not just thf'

senior group.

In this regard, it is worth noting a portion of a letter

written approximately four years ago by an Air Force brigadier

general to the editor of The Times Magazine, the supplement to

the Air Force Times. This letter offered some career advice to

yot-ng officers and NCOs, and in one paragraph it said: "The

Service doesn't come first--people do. The men and women, their
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rSpo... and kids)" (10:4) It would appear today that the

c4)rporat , Ait- Force seems to appreciate that notion more than

(,vtr befor'e--givwn all the emphasis being paid to people and

fami I i ,s Adoquat pay and sincere concern and action direel ed

tt)ward [urther" improvements in the human side ol Air Force ]itfe

are, the best tangible solutions for making real progress in the

retention arena

I3
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CHAPTER V

SOCIAL LIFE/CAMARADERIE

Response Analysis

This category was added to the survey at the request of

an Air War College faculty member who argued, very per-

suasively, that negative attitudes and trends in the social

life/camaraderie aspects of the Air Force life are contributing

to the Air Foree's retention difficulties. The responses to

the five questions in this category would seem to confirm this

contention,

Approximately 93 percent of the class disagreed (34 per-

cent strongly) with the statement that "The social/camaraderie

aspects of Air Force life are better than they were 10 years

ago," Although this question did not ask if social aspects

had worsened over the past 10 years, that interpretation does

not appear unreasonable, particularly in view of the highly

skewed response pattern and the solid proportion who strongly

disagreed,, Contributing to this interpretation was the

rosponse distribution to the statement. "In my last job my

supervisors actively emphasized the social/camaraderie aspects

ot. Air Force life,." '' iftty percent. :ivir,,d; hut fifty ,,rcnt

did not, and the respo.,ns, p-..,,,rn wans , o th, mot .symt ria

encountered (9.3(/ - 40°7% - 40°0% - 10,.0%)

In a positive vein, 84 percent agreed (31 percent.

strongly) that a strong social atmosphere within an organization
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is an asset to retention, Similarly, over 91 percent agreed

(47 percent strongly) that the best organizations they have

worked in had high esprit and morale and strong camaraderie,

on and off the job

It seems clear that most o f the offier. in this group

prefer a strong social life/camaraderie atmosphere; however,

Air Force organizations do not seem to be meeting this need,

As a possible result, slightly more than 50 percent of this

class have turned more to civilian friends and the civilian

community for their social life. In the opinion of this

author, other factors may also be contributing to this change

in social patterns--such as the trend toward off-base living

and the growing inability of Air Force clubs to compete with

off-base establishments on the bases of price and quality.

Statistically Significant Demographic Relationships*

Time-in-service and PLSD: Those with relatively more

time in service and those with older PLSDs had a greater

propensity to strongly agree that the best organizations were

those with high morale and esprit, Both sample relationships

were strong,

Aeronautical rating: More than 63 percent of the pilots

and 51 percent of the navigators but only 24 percent of non-

rated officers strongly agreed with the statement that the best

*See appendix E for this chapter's crosstabs printouts.
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org-anizat ions are those with high espri t A similar pat tern

emerged with regard to the statement that. a strong social

;itmosphere is an asset to retention. Both sample relationships

were strong,

Source of commission: Those who indicated "other" as a

source of commission were more inclined to strongly disagree

with the statement that the social aspects of Air Force life

are better than they were ten years ago. The sampl]e relation-

ship was very weak

Question-to-Question Crosstabulations

There was a statistically significant, extremely strong

relationship between the responses to question 146 (a strong

social atmosphere is an asset to retention) and question 156

(the best organizations I've worked in had high esprit and

strong camaraderie)- Each respondent tended to answer both

questions the same way--positive-positive or negative-negative.

This fact validates the consistency )f response (,xp(,t (,d

between these ques tions.

The cross tabulation between question 131 (the soc ial

aspects of Air Force life are better than they were 10 years

ago) and question 160 (have turned more to civilian friends and

community for social life) was not statistically significant

and reflected a very weak associat ion.,
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Other Observations

Grade: Colonels tended to agree more often than lieuten-

ant colonels that a strong social life/camaraderie atmosphere

is a major asset in retention, Colonels also strongly agreed

more often that the best organizations they had been in had

high esprit, morale, etc. Both relationships were fairly

strong, but neither was statistically significant,

Age: Younger officers more often disagreed and older

officers more often strongly agreed that the best organizations

they had served in had high esprit and morale were in the

younger age categories. The relationship was fairly strong

but not statistically significant.

Category Summary

There is an identifiable pattern within the responses to

these questions, Not surprisingly, the members of the class

most concerned about deficiencies in the social life/camarade-

rie aspects of Air Force life are those who are rated, older,

more senior, or have more years in the Air Force. Class members

with these characteristics tend to be the ones who have spent

much of their careers in flying jobs where mission, unit co-

hesiveness, and a strong social tradition provide a great deal

of individual satisfaction, esprit, and camaraderie, There

may also be a hidden thread of nostalgia in these responses--a

longing for the "good old days."
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Lessons to be learned from this category are that there

is still a strong need among our best senior officers for a

healthy, positive Air Force social climate, and that organiza-

tions having such a climate are highly desirable places to

work,
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CHAPTER VI

LEADERSH IP

Response Ani I ys i s

The changes( of opinion in this c .aegory were the mrn s t

positive of any in the survey. Comparisons of the responses

from the two classes reflected differences of statistical

significance in nine of the twelve questions in the category.

The most dramatic changes were noted in the classes' opinions

on how Air Force leaders were dealing with the retention prob-

lem. Last year, only 48 percent felt that senior Air Force

leaders were well aware of the seriousness of the retention

problem. In 1981, this percentage increased to 75 percent.

Correspondingly, only 31 percent of the 1980 class said that

Air Force senior leaders were taking positive action to improve

the quality of life in the Air Force. In 1981, this percentage

more than doubled to 76 percent--the largest shift of opinion

in the entire survey. Both changes were statistically signiti-

cant.

The efforts of Air Force leaders to improve the qualit-y

of Air Force life are being frustrated by the Congress and the

exec.ut. ive branch, according to 87 percent of Ihe class of 1980,

Seventy percent of the class of 1981 indicated a similar feling,

a statist ically significant shift, Recall that this survey was

administered just prior to President Reagan's inauguration,
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Even greater evidence of administration and congressional

support since then would probably cause that percentage to

drop much further if the same question was asked today. It

will be very interesting to see the results of this question

in the 1982 survey.

There seems to be a realistic appreciation among both

classes that it is difficult to resolve career irritants at the

unit level. Eighty-three percent of the 1980 class and 78 per-

cent of the 1981 class were of that opinion. However, accord-

ing to 63 percent of the 1981 class, Air Force leaders are

more inclined to take suggestions on retention issues from the

squadron and wing levels. This compares to 51 percent in 1980.

This latter change was statistically significant.

Three questions in this category dealt with centralization

of management. Not unexpectedly, 95 percent of the class of

1980 and 90 percent of the class of 1981 felt that it was

unnecessary to centralize management further in spite of tougher

budgetary and technological challenges. The 1981 class is less

inclined, however, to lay the blame for today's micromanagement

environment within the Air Force on demands coming from out-

side the Air Force. Only 48 percent of the class of 1981 blamed

the legislative and executive branches for overcentralizing

management, compared to 66 percent of the class of 1980. This

trend was also evident in the fact that 71 percent of the class

of 1981 said that the Air Force can internally resolve the issue

of centralized versus decentralized management. This percentage
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was up almost. 9 percentage points from the previous year.

Since the difference in the answers to the last two questions

were statistically significant, it. would seem that the class

' l981 is l(),oking nskance at the Air ForceIs inabil iv t ) haIl

and certainly reverse, the micromanagement, trend

The remaining four questions considered how the class

personally viewed their seniors in the Air Force in terms of

quality of leadership and the ability to develop leadership in

subordinates. There was a marked difference in the 1980 and

1981 classes in this area, The most significant, both

statistically and importantly, was that only 48 percent of the

class of 1980 believed that Air Force general officers provided

positive and effective leadership, Twelve months lat er, Ihis

percentage increased to 74 percent I')r the class of 1981, The

only possible explanation for this improved attitude is a dif'-

ference in classes, becaus( the general officer force did not

change that much in one year

While the c lass of 1981 is mu(ch more impressed with the

general officer force, approximately half of the class is

frustrated by the act ions ()' the-s , s:ame genera Is This fru:.,tra-

tion 'requency, however, is 10 perce-ntageo points lower than it

was in the class of 1980

)espi te these truist ration levls, ou I hre - Ilur11 '1

hoth classes indicated that in their most recent assi enm'tt-

they had boon given aut hority commensurate with their" rank

and responsihility. (The difference in answers to this qucs-

tion was not statst. icacally signi f'icanl, ) Conversecly 62 per, i
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of the class of 1981 did not feel that the Air Force's insti-

tutional environment is conducive to developing military pro-

tessionals, This percentage represents a decrease from 75 per-

cent in the 1980 class, This question was statistically sig-

Fi ficant,

Statistically Significant Demographic Relationships*

Age: Younger officers had a slightly higher tendency,

and older officers a lesser tendency, to be frustrated by the

actions of senior Air Force leadership (question 126), The

sample relationship was somewhat weak.

Aeronautical rating: More pilots tended to believe that

the issue of centralized versus decentralized management is one

that can be resolved internally by the Air Force (question 125),

The relationship was fairly strong.

Question-to-Question Crosstabulations

Most of those who felt that senior leaders are well aware

of the retention problem (question 119) also said that these

leaders are taking positive action to improve the quality of

Air Force life (question 128) This relationship was statis-

tically significant and very strong, confirming the expoctd

response consistency. Question 128 was also compared to

question 121, (Congress and the executive branch ;rf, frustrating

*See appendix F for this chapter'-; cr)sstabs printouts,
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tho, efforts ofI A i r fIre.,, eaders to) improve qua I ityV 0 t I i fe

This relationship was significant and strong.

On the overc-,ntralization of management issue, thos, who

said lh,, issue (an be resolved within the, Air Force (que.tin

125) al.s( tended to say that the demand. f (', n, ress and the

executive branch were not the cause of the problem (question

159), The relationship was statistically significant and vry

strong,

The leadership area within this category also produced

response consistency. Those who are not frustrated by the

actions of general officers (question 126) also think these

general officers provide positive and effective leadership

(question 155). Even among those who are frustrated by general

officers, the majority still think these generals are doing

a good ,job,

The chi-square test indicated response consistency between

question 140 (Air Force leaders are receptive to suggestions

about retention from I.he wing and below level) and question

152, (Most career irritants can be resolved at wing and squad-

ron I eve ,) I However the gamma valut, was ext remely wveak, indi-

crating the sample rvlat. ionship was very quest ienable,

Finally, no relationship was indicail,,d bt ',een kuc -t i,,n

135 (in rec(n(i assignments, I hav, benten eiutherlv " 'm-

mensural.t- with my rank and r:11J)1ns ibi Iity) and qus , 150e

(The (curre.nt inst.itutio nal ,nvironment in h' Air Fr,' s o,.n-

ducive to develoq)ing milit ary prolessional.s ) The renfidenr ,,

level was 61.5 percent.,and the gamma was Lirly \eak.
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Other Observat ions

Aeronaut ica I rating had a moderately slrong but not

statistically significant relationship wilh ques tion 152, Th e

capability to resolve career irritants aLt wing level and below.,

Most respondents disagreed, but nonrated of'ficers disagreed

most often, The confidence level was 9-1.7 percent

Category Summary

Perhaps as a result of' the mood of the 1981 class toward

the leadership issue, it is difficult to attach much importance

to this particular category, simply because, it no longer seems

to be a problem. Last year, there was a very clear thread of

animosity among the majority of responses to the questions

which dealt with leadership, This thread does not exist today--

in any event, certainly not to the extenl which it did last year.

The only controversial issue in this portion of the survey is

micromanagement. It seemms that the 1981 (lass, is much more

concerned about it, but the survey does not reval why. Next

year's survey should perhaps p r)1o, that issue in more detail,
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CHAPTER VII

RETENTION

Response Analysis

Considering all the play given to military retention

problems during the last year, not only by the media, but

through official channels and from the AWC stage, a member of

the class of 1981 would have to be deaf or blind, or both. t,

say that the Air Force does not have a retention problem-

Maybe it was the word serious in the question, or the fact that

a senior Air Force leader had just said that retention was look-

ing a bit bett2r, or maybe it was mismarked answers, but there

must be a valid explanation why four students in the 1981 class

disagreed--one strongly--that retention is a "serious problem,"

The responses to the questions in this categcry were the

most heavily skewed in the survey, Moreover, with the exception

of the family category, there was a great deal of consisLency

in the responses from both classes; only one question produced

differences in responses which were statistically significant.

Ninety-seven percent of the 1981 class agreed that

retention is a serious problem in thie Air Force, up I percent

from 1980. Likewise, 94 percent of the class of 1981 agreed

that Air Force retention problems are more real than imaginary,

again up 1 percent from 1980.

At the mici level, 83 percent of the 1981 class beli-evc

that the Air Force has a retention problem at. the senior-
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off icer level ( I ieutenant colone] and above) However, only

27 percent of the class would be willing to slow down promo-

tions in order to increase retention at the senior level.

Members of the 1981 class were also asked to write down

the percentage increase they would apply to pay and allowances

in 1981, over and above a cost of living increase, to provide

a strong incentive for career officers to remain on active duty

until within two years of retirement. A wide variety of

answers was given, ranging from 0 percent to 100 percent. The

response mean was 17.4 percent, the median was 14.5 percent,

and the mode was 20 percent, (Twenty-eight respondents opted

for a 20 percent increase.) For practical purposes the

response was bi-modal, as 27 respondents chose a 10 percent

increase. There is some doubt that this question was fully

understood; hence its reliability is questionable. Neverthe-

less, the intent was to achieve some insight as to how much it

would cost to keep the best people on board through 28 years.

Eighty-five percent of the class of 1981 said it was

difficult to motivate young officers and NCOs to make the Air

Force a career. A slightly higher percentage (87 percent) of

the 1980 class reported difficulty motivating officers, How-

ever, only 78 percent of that class indicated difficulty

motivating NCOso

Part of the difficulty in moLivating others towards a

career may be the motivator's personal beliefs and motivations,

In this respect, the class of 1981 has a distinct edge over the
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class of 1980 Almost 64 percent of the 1981 class reported

that their own motivation towards a career has made it. easy for

them to p rom( te suc h a career fo o, hers- T i s percentage ,,on-

trasts to only 55 percent for the class of 1980, and the diI-

ference was statistically significant. Thirty-one percent of

the (.lass of 1981 said that an Air Force career is an appealing

option in today's society, up 5 percent from the previous year,

These latter percentages are not surprising considering that

roughly half of each class would encourage their children to

seek an Air Force career.

One interesting question sought to determine whether

retention problems were caused primarily by an attractive job

market or by problems internal to the Air Force. Both classes

leaned heavily toward identifying internal problems as the

culprit (87 percent in 1980, 85 percent in 1981). Between

January 1980 and January 1981, a mild economic recession

occurred, and airline-pilot hiring ceased for all intents and

purposes. To accommodate those developments, a question was

added to the survey asking which had the more bearing, positive

or negative, on retention--external factors, such as civilian

jobs, or internal factors such as Air Force policies and pro-

codures., Seventy-five: percent of the 1981 class identified

internal factors, This answer suggests thalt the Air Force

should be able to solve a lot of its own problems in the

retention area,
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Internal solutions are fine, but, as noted in the

financial category and elsewhere, inadequate pay is still the

major issue. Asked how they thought the October 1980 pay raise

would aid retention, 71 percent of the 1981 class said it would

"help some," whereas nearly 24 percent indicated only a neutral

or "no help" answer. Obviously, there is still room for improve-

ment,

Statistically Significant Demographic Relationships*

Grade: Lieutenant colonels more often agreed and

colonels more often strongly disagreed that an Air Force career

is an appealing option in today's society (question 153). The

sample relationship was only fairly strong.

Age: There was a very weak relationship between age and

question 162, (My own motivation toward the Air Force has made

it easy for me to promote a career for others.) Older officers

were slightly more positive toward that statement than younger

officers.

PLSD: Those with more recent PLSDs tended to agree more

often that the Air Force is an appealing employment option.

The sample relationship, however, was weak.

Source of Commission: OTS graduates more often tended to

believe that the October 1980 pay raise would "help some" in

aiding retention.

*See appendix G for this chapter's crosstabs printouts
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Question-to-Question Crosstabulations

Statistical significance among four crosstabulations

validated response consistency in this category. Those who

said the Air Force had a serious retention problem (question

161) strongly tended to agree that the retention problem was

more real than imaginary (question 122). Most of those who

found it hard to motivate NCOs (question 123) also found it

difficult for young officers (question 137). Most class members

who identified internal problems as the cause of retention

problems on question 163 also identified internal factors in

question 171, Finally, the majority of those who said the Air

Force has a senior-officer-retention problem also said that it

was more important to maintain a healthy promotion flow than to

increase senior-officer retention.

Other Observations

Regarding the choice between increasing senior officer

retention or maintaining a healthy promotion flow, lieutenant

colonels were more in favor of the promotion flow than colonels,

83 percent versus 70 percent. The relationship was not sta-

tistically significant (confidence level 88,2 percent), but it

was fairly strong in the sample.

Category Summary

Both the 1980 and 1981 AWC classes are aware of the re-

tention problems facing the Air Force. They report a high

degree of difficulty in motivating young officers and NCOs
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toward making the Air Force a career. Some report this dif-

ficulty is attributable to their own motivation; however, it is

less of a problem for the 1981 class. Internal factors bear

the brunt of the blame for poor retention, but pay is still

the most significant single issue. The recent pay raise helped,

but more pay is needed. This 1981 class believes that the Air

Force also has a senior-officer retention problem, but the

class feels that maintaining a healthy promotion flow is more

important than improving senior-officer retention.
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T h is c haip ft,-r fI,,r .. I, tPL t " ,lt , i i, , t I

the suirvey I t I,,,,k 1 4 , I - I , A f I ,iti. .. '1.1

the nsl( , (l~ d I t i .- J I , * ,' '. ,[ ,! I

plann i g w i t h ro'l'' l t , it, i .A ,,

B 'fo r' :dd t,-.-.n. tt , ... , . tk

look at sorni( ';ts ;tIil , ,t . F wi I[ ltLP\ l'j j rt---

ments. There svem.11 ti , .I l rt'r t I t it hit rntr# in(i :i,)1'

colonels and I icutenaint irt1i1"11 ;Il:1t ;,' i \t.;11, i

earlier and earlier t)p)ints in ILr, ,f tr' I' ifitfl( h

retirement eligibility, oft .mto rs,.) "T .-, i(.ri-t'fpt I(n I., paI'-

tiall correct. the perc(n t age of it lia ntll Is is up; hiwvi',

the average years (l" a t 'i oIii i , I 1 1*4-M4rnit h;I a(t tI.1 tV

been relatively stable, and, in tl( . , , I tilinltl , h;i. t'\( T

increased about one year This can b,, s,etn t rom table I on

page 52,

Intuitively, it would appear that the majoritY )I the

additional colonels who are retiring are those who have been on

active duty longer; otherwise, the :iverlage, years of sert'vice

would be dropping substantially, Table 2. tpage 52 tonf rms

that conclusion. The loss rates )rt' col()nt,ls with lonlzrr ser\ w "

time have increased substant ia I f rom 1977 throughi 1979. \ho re ,
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the loss rates are relatively stable for colonels with rela-

tively less service.

TABLE 1

OFFICER VOLUNTARY RETIREMENTS*

Fiscal
Year Colonel Lieutenant Colonel

% of Avg yrs % of Avg yrs
_ elig o f svC _ # e_ lig of svc

1977 698 14.0 25,.3 1245 18.2 23,0

1978 618 12.5 25.8 1202 17,7 22.4

1979 804 17.8 26°5 1608 25.3 22.9

1980 795 18.0 26.3 1549 13.3 22,8

*Source: USAFMPC/MPCAR ( 2 )

TABLE 2

COLONEL VOLUNTARY LOSS* RATES BY YEARS OF TAFCS COMPLETED***

TAFCS** CYrs) Loss rates per 1000 during 12 mo period ending:
Dec 77 Dec 78 Dec 79

22 56 18 28

23 100 72 95

24 152 106 109

25 148 154 193

26 179 200 243

27 211 206 309

*Loss equates to retirement for this grade

**Total Active Federal Commissioned Service. 

***Source: USAFMPC/MPCYAA ( 8 )
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If the members of the class of 1981 do retire at the

times indicated by their responses to survey question 164,

th'n the average years of service at retirement for the class

would not be too different from the average years of service

at retirement for colonels who have recently retired, Nor,

for that matter, would the average years of service at retire-

ment for the class of 1980 differ substantially from these

averages.

'The following are the stated ret.irement intentions of

the two classes:

1980 1981
Class Class

IL Will stay as long as they can 5o17% 7,9(,
2, Probably will stay as long

as they can 17o9% 19 3'..
3, Undecided--but won't retire

early or stay till manda-

tory 48,, 7% 52.1%
4.. Probably will retire as

soon as eligible 17.1% 14 3/r
5. Will retire as soon as

eligible 11 1l 6.47.

If years of service at ret irement such ais 30, 28, 25, 23, and

21 are arbitrarily placed against those percentages, then the

average years of service for retirement would be 25,4 years

for the 1981 class and 25.0 years for the class of 1980 But

those averages are somewhat meaningless, because they blend

colonels and lieutenant colonels into a single figure What

is revealing, however, is to compare the career intentions of

the 1981 class against demographic characteristics, disregard-

ing statistical significance or strength of relationship.
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Service-related* demographic crosstabs revealed that

only 11 percent of the colonels will, or probably will,

retire as soon as eligible. This contrasts with 29 percent

for lieutenant colonels. Thirty-five percent of the pilots

will, or probably will, stay as long as they can. This com-

pares to 15 percent for navigators and 24 percent for non-

rated officers. "Undecided" navigators were highest at 59

percent compared to 52 percent for pilots and 48 percent for

nonrated officers. An interesting aside is that 57 percent (i'

the pilots indicated their career goal was general officer.

Only 37 percent of the navigators and 40 percent of nonrateds

indicated that goal. This combination of aeronautical rating,

career intent, and career goal indicates that pilots accurately

perceive a greater opportunity for further advancement and

longer careers than do the other groups.

Source of commission was a bit surprising, at least on

the surface. Only 13 percent of service academy graduates

indicated they will, or probably will, stay as long as possi-

ble. This compared to 32 percent for OTS, 29 percent for

ROTC and 27 percent for "other" (principally aviation cadet).

Service academy graduates were the highest "undecided" group

at 66 percent, and at 26 percent ROTC graduates were the

*Grade, aeronautical ratinr, source of commission (see
appendix H for these crosstabs)
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hightest group t indicate, the tendency to ret ire as s()()f a.

possible. In all fairness, these source-()f-commission

relationships were essentially meaningless, with a gamna (,f

01 and a confidence lt,vo f of' onlv 39 petcent

This amount of d(eta iis intended to dispeql tny nit tkin

that the best Air Force colonels and I icutenant colone ls aro'

leaning heavily in the direction of much shorter caree'rs

Anderson, in his study, noted the 1)vssibi I itv Of such a tr,,nd

among the mumbers of the AWC class of 1980 tHe reported that

53 percent had become more inc lined to r(,tire when first el igi-

ble and that 75 percent had become less inclined toward a 30-

year career, lie concluded that:

These results should prompt additional research
and considerable concern,. An institution which promotes
from within for all1 executive positions must be able to
retain those groomed for senior executive responsibi ti-
ties, Professional military education is a poor in-
vestment if the graduates do not remain on active duty
to assume key leadership position, (1:20)

Once again, the facts do not indicate the existence of

a real problem in this area, Moreover, it seems unrealistic

to expect the vast majority of senior-service-school graduates

to remain till mandatory retirement, Every AWC class is mado

up of the Air Force's most competitive, ambiti ous officers.

who will soon come face to faco with tlt, very ie: i cariIt iT

limitations imposed by an extremelv small number o tgne'iI -

offi-or billets. Not even a majority it graduate.s can expt c

promotion to general, Many of those who do not succted %ill

retire voluntarily to pursue other careers, using the sme
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drive and ambition that took them so ('lose to the top in the

Air Force. Certainly, there are trade-offs here; the Air

Force loses a wealth of experience, but the private sector

gains a top-notch executive., And the Air Force promotion and

assignment sys is preserve the vitality and opportunity so

necessary to attract and retain ambitious, competitive

younger officers.

In a very real sense, then, the AWC class of 1981 has

a very healthy attitude with regard to career intentions, This

assessment is made ever more meaningful by the high probability

that almost all of the lieutenant colonels in the class will

be promoted to colonel and take on a fresh outlook regarding

their careers. In fact, 82 percent of the lieutenant colonels

and 83 percent of the colonels in the 1981 class reported

that another promotion would have a positive impact on their

career intentions. The combined class average of 82 percent

was 6 percentage points higher than last year, and the dif-

ference was statistically significant, primarily, because of a

higher "strongly agree" percentage in 198] (41 percent versus

32 percent),

The "Inclination" Questions

As previously noted, the 1980 survey asked respondents

their inclinations regarding early or late rtirement Tho

results were: 53 percent had become loss incl ine'd a, '((in as

eligible, and 75 percent had become less incl ined to stay o)n
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board till mandatory retirement. The 1981 class offers an

interesting contrast; only 43 percent had become more inclined

to exit early, and only 63 percent had become less inclined t(,

stay for a fit II career This latter chang, was stat ist ical l

sign i fi ('ant

The prob I em w i t h these two quest ions is that the re-

suilts offered no bases for comparison. For example, if' a

respondent says that he is less inclined to stay in than he

was five years ago, does that mean his inclination has dropped

from 90 to 85 or from 30 percent to 0 percent, or does it

mean that his inclination has not changed at all? To determine

this latter possibility, two questions were added to the 1981

version, Among the class of 1981, 25 percent reported that

they have always been inclined to remain till mandatory re-

tirement, and 20 percent said they have always been inclined

to retire when first eligible, Once again, these answers

have limited utility because they do not reveal the degree )f

inclination, The best. solution seems to be to drop these

four questions next year and design some questions with

adverbial descriptor-, such as occur in question 167

Stat istica I ly Signi ficant )emographic Relat i nships*

Grade: This demographice factor w as reIlat ed to thl'(,,

quesl ions., On Luest ion 165, 55 por(ent (if I lcut enant colonels

*Seo appendix H for this chapter s crosstabs pr intouts
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said their career goal was reneral officer, The sample

relationship was very strong., This pattern is also reflected

in the grade relationship with question 118, (My career goal

is to make 06 and retire while still vung enough to, compete

in the civilian market..) Fifty-eight percont )f' the lieul n-

ant colonels agreed; 76 percent of ( I" h . n-,1s di sagrced

This sample relationship was also wr strong Finally, 57

percent of colonels thought. promotion to general officer was

worth the time and effort (question 149); however, 64 percent

of lieutenant colonels disagreed The sample relationship

was fairly strong,

Age: Younger members of tho class tended to disagree

that they were more inclined to remain on active duty till

mandatory retirement than five years bef ore (question 120),

The relationship for this sample was fairly strong.

PLSD: Respondents with (oIder PLSDs indicated more

often that it was not their career goal to make 0-6 and

retire early (question 118) The relationship was fairly

strong,

Aeronautical rating: Pilots indicated much more often

(94 percent of the time) that the'y have not always been in-

clined to retire when first eligible (question 154) (Sixty-

seven percent of the navigators and 70 percent of the pilots

felt the same way ) This rl aionship was fairly strong

Source of Commission: Eighty-seven percent o the

Academy graduates felt that promotion to general officer was not
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worth the I ime and (-tfort it takes to ahieve ,  it (ques.t ion

149), Those I rom OTS, ROTC, and "other" spl it equally on

the q Iest ion. The samp Ie, re I at i)n.h i p was e.xtreme v weak

Que stion-to-Question Crosstabulations

Question 16,t (career intent) was compared to four other

questions, three of which were for response-consistency

validation- Those who indicated that their career goal was

to make colonel and retire while young enough to compete for

civilian jobs (question 118) also tended to be considering

shorter careers, Likewise, those more inclined to a 30-year

career (question 120) indicated a preference for longer

careers, Finally, those more inclined to retire as soon as

eligible (question 141) tended to also say they were planning

to retire early. All three relationships were very strong and

statistically significant,

Question 172 (ranges of outside income) was crosstabu-

lated with career intent to test the hypothesis that those

leaning toward shorter careers had higher total family income,,

i.e., those planning to retire early were in a better finan-

cial position to do so The relationshitp was statistically

significant, though fairly weak in the sample, tending i c(fn-

firm the hypothesis,, One possible explanat ion toir this r-

lationship is that retiremient decisions art, influenced by tihe

existence of a high level of out ide income and the percei ved

need to "lock in" that income by removing the instability
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factor in an Air Force career If this theory is correct

then low pay is once more responsible for a retention problem,

because financial deficiencies caused the, need for the out-

side income in the first place.,

Question 120 (I am more inclined to remain on active

duty as long as I can) was compared for response consistency

with question 141 (I am more inclined to retire when first

eligible). Consistency was validated by statistical signifi-

cance and a very strong negative gamma value, (Interestingly,

eight respondents answered both questions affirmatively,)

Question 165 (career goal) was compared with question

149 (promotion to general officer is worth the time and

effort). The relationship, as expected, was statistically

significant ahd very strong. Sixty-nine percent who indicated

a career goal of general officer also agreed that the promo-

tion would be worth the effort involved.

Career goal (question 165) had a statistically signifi-

cant relationship with question 118 (career goal is 0-6 and

retire young enough to compete in the private sector). Those

who indicated colonel as career goal also tended to agree on

question 118, and those who marked general officer on question

165, tended to disagree with question 118. The gamma value

indicated a very strong sample relationship.

Other Observation.

There were two reasonably strng biti not ,l;itistical1yr ignifticait. relationships in the (tfe ()ry.. First, individuals
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who said their career goal was general officer tended to

have more time in service- Likewise, those indicating

coloneol as their gol have relt ively less time, in service

(ques. Vion 176 versus quest ion 165)

In the second relationship, pilots represented 6:3 percent

of those who have always been inclined to remain on active duty

till mandatory retirement (question 178 versus question 130),

Category Summary

The perspective regarding career intent which has been

described in this chapter differs substantially from that

described by Anderson in the 1980 survey report. This new

perspective is attributed more to a variance in viewpoints

between analysts (last year's and this year's) than to the re-

sults of any statistical tests, Statistically speaking, a true

difference between the career attitudes of the AWC classes of

1980 and 1981 exists in only two areas, There is a stronger

tendency among the members cf the 1981 class to remain on active

duty till mandatory retirement, and a larger proportion of the

class o)f 1981 reported that another promotion would have a

positive impact on their careers.

This author contends that the career intentions of the

top 10 percent of the colonels and lieutenant colonels are

positive and healthy. Such an observation is based on a

combination of four factors: a detailed analysis of the 1981

survey; the current retirement trends among all Air Force

colonels; the needs of the Air Force; and, finally, the needs of
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the individuals involved in this study. If this conclusion

proves controversial, then the 1982 survey should help resolve

the matter, but only if some fine-tuning improvements are made

to the questions in this portion of the survey,
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CtAPTER IX

MISCELLANEOUS QUESTIONS

Response Analv-is

The final questions in the survey required respondents

to list the three most positive and the three most negative

factors of an Air Force career and then to write down what,

in their opinion, was the most serious problem facing the Air

Force. These three questions proved to be a real challenge

to the respondents as well as to this author,

Numerous post-survey conversations with classmates in-

dicated that in most cases respondents gave these written

questions a lot of thought and spent the time necessary to

produce some meaningful answers. Some saw it as an opportunity

to get something off their chest, and a few took some "cheap

shots." The positive and negative lists were the most diffi-

cult. There was a reasonable consistency in the first two

listed in each category, but the randomness of the third one

seemed to indicate it was a struggle for some to come up with

three in each category. The "most-serious-problem" question

seemed a bit easier and produced a highly consistent set of'

statements covering only six general categories.

Formulating the results into a manageable list turned out

to be a major challenge. Anderson, in last year's study, chose
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to list what appeared to stand out as the three most frequently

mentioned responses in each area. These were:

Three most positive factors (1980)

1. Job challenge and satisfaction
2. Service to the country
3. The people who make up the Air Force

Three most negative factors (1980)

1. Pay and allowances
2. Family instability or separations
3. Declining benefits

"lost serious Air Force problem (1980)

1, Retention of quality people
2. Maintaining a viable force
3. Money for people and weapons systems (1 21-23)

For the 1981 study, a decision was made to categorize

all the responses on each question and to build a master cate-

gory list for each question. The 1981 positive factors are

listed in table 3 on pages 65 and 66. The 1981 negative

factors are listed in table 4 on pages 67 and 68. Finally,

the single most serious problem list is in table 5 on page 69

As mentioned in chapter II, the ranking of the positive

and negative factors was accomplished by awarding 3 points

to a factor every time it was listed as number one, 2 points

for a number 2 factor, and 1 point for a third place factor.

This is essentially the same way press services rank order

collegiate athletic teams.

Interesting observations from a comparison of the results

from 1980 and 1981 include the fact that "the people" moved to
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TABLE 5

THE SINGLE MOST IMPORTANT ISSUE FACING THE AIR FORCE TODAY

ISSUE TIMES LISTED PERCENT

1. Retention. 71

2. Readiness ... 24 17 3%

3. Management/Leadership ... 20 14.4%

4. Inadequate Resources .. 18 12,9"

5. Compensation . 5 3,6%

6. Singles versus Marrieds .I . 107,

Total 139
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the number two positive factor in 1981 displacing "service to

nation" into the number three position. The difference between

these factors in 1981, however, was extremely close on a per-

centage-of-total-points basis--Mie4 percent versus 10..2 per-

cent,

On the negative side the difference is much greater and

in some respects may not even be comparable owing to the dif-

ferent methods employed in compiling the results, Nevertheless,

"Management/Leadership" was the number two negative factor in

1981, displacing "instability" to number three. Note, too,

that "Eroding Benefits" is a subfactor under the number one

factor in 1981, whereas it was a number two factor in its own

right in 1980. As an aside, the number four negative factor,

"No Control Over Assignments," would have probably moved up a

notch or two if the 1981 survey had been conducted in late

February or early March. This conjecture is based on the

considerable amount of discontent voiced during that period

by a number of officers who had not yet received firm post-

graduation assignments.

In terms of the single most important issue facing the

Air Force, the 1980 and 1981 lists match closely, In 1981,

"Management/Leadership," however, replaced "Inadequate

Resources" in the third position

Every written response to each of these quest.ioens is ist ei

in appendix I (Positive Factors), appendix .1 (Nega liv e Fact rs),

and appendix K (Most Important Issute) There wer( s(veral
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reasons tor compiling these lists and placing them in the

study The first is to satisfy the curiosity of any reader

who might be interested in perusing the lists The second is

to provide a check on the selection process the author us(d to

categorize each item (there will be some disagreement on how

that process was accomplished). And the third is to capture

the information for future research, not only for next year~s

survey, but in case anyone should choose to conduct a separate

study along the lines of Herzberg's famous Motivation-lygiene

theory, which asserts "that the factors involved in producing

job satisfaction (and motivation) are separate and distinct

from the factors that lead to job dissatisfaction." (4:56)

In this latter regard, both Anderson and this author

noted a striking similarity between the written responses and

Herzberg's theory. Herzberg advocates that motivators are

"achievement, recognition for achievement, the work itself,

responsibility and growth or advancement, The dissatisfaction

factors are company policy and administration, supervision,

interpersonal relationships, working conditions, salary, status

and security,"* (4:57) It seems apparent that the factors being

listed by the class of 1981 matched closely the types of factors

labelled by Herzberg as motivators (positive joo factors) and

dissatisfiers (negative job factors). It is bevond the scope

*, Scott Myers of Texas Instruments has also conducted

research in this area, (6:73-88)
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of this study to further explore this finding, but a separate

study using the information captured over a poriod of several

years might be feasible.

The final question in this miscellaneous category asked

respondents to rank order, from most important to least im-

portant, a list of reasons which have been frequently given by

Air Force personnel as reasons for leaving the Air Force.

The 1980 and 1981 rankings were:

Factors 1980 1981

Inadequate pay and allowances. I I
Job-caused family considerations 2 2
Civilian job opportunities 3 6
Security of future uncertain ...... 4 5
Air Force management policies ..... 5 4

Lack of control over assignments 6 3
Lack of enlightened leadership 7 7
Work schedule .... 8 8

The only significant change was the move of "Lack of control

over assignments" from number 6 in 1980 to number 3 in 1981.

There is little value in the listing as it pertains to the

purpose of this survey, because it does not reflect how the

respondents personally viewed each item as affecting their own

circumstances. Rather it represents how one group (the class

of 1981) felt about the opinions of another group (all others

exiting the Air Force),

Category Summarv

It is encouraging to note from the -survey that the thre

most positive factors in an Air Force c erc, ate the J()b, the
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people, and the nation These results cerlainIy indicate that

top-quality senior offic.ers in the Air Force like what they

are doing for a living as well as whom they are doing it with

and for They also receive a tremendous amount of satisfac-

tion in return,

Conversely, these same officers do not feel thal they

are receiving proper financial compensation for their chosen

line of work. They are concerned about many of the management

and policy issues they face on a daily basis- And they view

the inherent instability of Air Force life and its impact on

families as detracting factors,

It seems obvious at this writing that for the class of

1981, the enduring features of an Air Force career--job satis-

faction, personal associations and the sense of importance of

the job--far outweigh the negative factors, Moreover, the

negative factors are Deing treated both internally and extern-

ally, Many new initiatives are underway including pay increases,

higher travel allowances, bonuses for pilots and scientific

and technical officers, MWR's "Year of the Family," and the

new Office for Family Matters in the Pentagon, to name a fev

These efforts should combine to remove the dissatisfactions

and create a very optimistic outlook for the decade of the

1980s,
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CHAPTER X

CONCLUS ION

The last several paragraphs of the preceding chapter

more than adequately summarize the results of this survey as

seen by this author. In one sentence, the retention outlook

for high-quality senior officers, as represented by the AWC

class of 1981, is more positive and healthier than that re-

ported for the AWC class of 1980 This improvement is a

tribute to the efforts of the senior leadership of not only the

Air Force but of all the military services We are beginning

to turn the corner on the enormous retention problem which has

been plaguing the Air Force, not just at the junior-officer

level but at the senior level as well, and we :seem to be over-

coming many of the negative attitudes which have prevailed

during the last several years,

Hard evidence of this improvement comes from three

sources, First and foremost are the results of this survey,

most particularly the shifts in opinion about leadership

recorded in chapter VI and the healthy career intentions out-

look seen in chapter VIII, The second is a news summary from

the February 1981 Air Force magazine which stated that:

Retention of USAF pilots and navigators improved
considerably last year, but officials say rated offi-
cer retention "remains one of the most. important readi-
ness issues of the 80s."

A related development pleasing authorities is the
growing number of fly-rs delaying separation These
extensions "indicate that more pilots ind navigators
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will c)ntinue to remain on board if pay and entitle-
ments continue to move toward compatibility with the
civilian counterparts," Hq USAF said, (5:108)

Final ly, Air Force officials have on two recent occasions

revised downward the expected number of voluntary officer

retirements projected for fiscal year 1981 The original esti-

mate for all officer grades, colcnel and below, was 3000, This

figure was then reduced to 2600, and most recently to 2400, (2)

The long-term effect of these positive signs remains to be seen,

There is no doubt, however, that the retention outlook among

high-quality senior officers, as represented by the Air War

College class of 1981, is healthier and more promising than

that indicated by the survey of the class of 1980
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APPENDTX A

ANNOTATED SURVEY
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For questions 115 throuph 163 indicate the DEGREE to which
you AGREE or DISAGREE with the statement presented by using
the following scale:

A B C D

STRONGLY STRONGLY
AGREE AGREE DISAGREE DISAGREE

115. Cverall, an Air Force career has had a positive effect
on my family. ( Mark answer E if single)

AO- (23.9) (51.3) (17.9) (6.8)

'81- (20.1) (62.9) (11.9) (2.2)

116. I receive appropriate increases in benefits and
privileges with each increase in rank.

Po- (1.7) (26.7) (51.7) (19.8)

81- (2.9) (42.9) (40.0) (14.3)

117. Full dental care for dependents would be a valuable
incentive in retaining quality personnel.

80- (34.5) (50.4) (14.3) (0.8)

81- (50.0) (40.0) (10.0) -

118. My career goal is to make 0-6 and retire while I am
still young enough to compete in the civilian job rarket.

Po- (19.0) (32.8) (41.4) (6.9)

81- (14.5) (28.3) (42.8) (14.5)

119. Senior leaders in the Air Force are well aware of the
depth and seriousness of the Air Force retention problem.

80- ( 5.1) (42.4) (36.4) (16.1)

Pl- (18.6) (56.4) (21.4) (3.6)

120. I am more inclined to remain on active duty until man-
datory retirement than I was five years ago.

80- (2.5) (22.7) (40.3) (34.5)

Ri- (6.4) (30.7) (41.4) (21.4)

121. The efforts of Air Force senior leadership to improve
Air Force life are being frustrated by Congress and
the Executive Branch.

P0- (23.3) (63.8) (12.1) (0.9)
A B C D

81- (11.4) (58.6) (27.9) (2
STRONGLY " i&GLY

AGREE AGREE DISAGREE DISAGREE
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A B C D

STRCGLY STRONGLY
AGREE AGREE DISAGREE DISAGREE

122. Air Force retention problems are moretalk than fact.

80- (0.0) (6.7) (53.8) (39.5)
81- (1.4) (4 3) (40.0) (54.3)

123. I have found it relatively easy to motivate NCOs to
stay on for a full Air Force career.

80- (0.9) (20.4) (63.7) (i5.0)
81- (0.0) (15.1) (63.3) (21.6)

124. It is not hard to save money on my Air Force income.

Not asked in 1980.
81- (4.3) (15.7) (41.0) (41.0)

125. The issue of centralized or decentralized management is
one that can be resolved internally by the Air Force.

80- (11.1) (51.3) (29.9) (7.7)

81- (16.8) (54.2) (26.3) (2.9)

126. I am frustrated by the actions of senior Air Force
leadership.

80- (16.1) (43.2) (39.0) (1.7)

81- ( 8.6) (40.7) (48.6) (2.1)

127. There is adequate coypensation, in terms of total pay and
benefits, for the inherent risks and hardships of an Air
Force career.

Po- (0.0) (10.0) (42.5) (47.5)

81- (1.4) ( 8.6) (51.4) (38.6)

128. Air Force senior leadership is taking positive and effective
action to improve the ouality of life in the Air Force.

P0- (0.0) (31.1) (57.1) (11.8)

P1- (5.0) (71.4) (19.3) (4.3)

129. It is necessary, or will be in the immediate future, for my
wife to work at least part time to maintain the living stan-
dard we desire for our family. (Nark answer E if single)

PO- (30.4) (46.1) (20.0) (3.5)
Pl- (26.5) (39.1' (29.5) (4.5)

A. C D

STRONGLY STRONGLY
AGREE AGREE DISAGREE DISAGREE
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A B C D

STRONGLY STRONGLY
AGREE AGREE DISAGREE DISAGREE

130. I have always been inclined to remain on active duty

until mandatory retirement.

Not asked in 1980.

81- (6.5) (18.7) (51.8) (23.0).

131. The social/camaraderie aspects of Air Force life are
better than they were 10 years ago.

Not asked in 1980.
81- (0.0) (7.2) (59.0) (33.8)

132. I would encourage my son(s) or daughter(s) to consider an
Air Force career. (Iark answer E if you have no children)

80- (3.4) (41.5) (41.5) (13.6)

81- (3.9) (50.8) (30.5) (14.8)

133. I consider Air Force medical care to be one of the major
benefits in an Air Force career.

80- (17.6) (50.4) (23.5) (8.4)

81- (22.i) (46.7) (25.7) (11.4)

134. Another promotion would have a positive impact on my
career intentions.

80- (31.7) (44.2) (20.0) (4.2)

81- (43.6) (38.6) (15.7) (2.1)

135. In my most recent assignments, I have been given authority
commensurate with my rank and responsibility.

80- (21.7) (56.7) (15.8) (5.8)

Pl- (25.7) (49.3) (17.9) (7.1)

136. Considering that the Air Force has become more difficult
to manage in a period of rapid technological change and
severe budget constraints, there is a need for more cen-
tralization in Air Force management.

80- (0.8) (4.2) (63.0) (31.9)

81- (0.0) (10.0) (60.7) (29.3)

137. I have found it relatively easy to motivate younp officers
to make the Air Force a career.

80- (0.0) (12.6) (62.2) (25.2)
81- (1.4) (13.6) (67.1) (17.9)

A B C

STRCN;LY g7 RONGLY
AGREE AGREE DIJAGREE DI ;AGREE
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AB C D

STRCNGLY ZTRCNGLY
AGREE AGREE DISAGREE DISAGREE

138. In my last job, my supervisors actively emphasized the
social/camaraderie aspects of Air Force life.

Not asked in 1980.

81- (9.3) (40.7) (40.0) (10.0)

139. Looking back. I made a mistake not separating from the
Air Force at some earlier point in my career.

80- (5.1) (11.9) (61.9) (21.2)

Pl- (5.0) (9.3) (55.7) (30.0)

140. Air Force leaders are receptive to supgestions from the
squadron and wing levels concerning retention issues.

80- (0.9) (49.6) (38.9) (10.6)

sl- (4.4) (58.4) (36.7) (6.6)
l4l. I am more inclined to retire when first eligible than I

was five years ago.

PO- (19.5) (33.9) (43.2) (3.4)
11- (14.3) (29.3) (48.6) (7.9)

142. I would prefer more assignment stability than I have had.

80- (13.6) (42.4) (42.4) (1.7)

81- (16.4) (36.4) (45.0) (2.1)

143. Benefits offered by the Air Force are just as attractive
as they used to be.

PO- (0.8) (1.7) (37.5) (60.0)
P1- (1.4) (4.3) (41.4) (52.9)

144. TYy farily favors my continuing an Air Force career.
(TFark answer E if single)

80- (8.0) (50.0) (27.7) (14.3)

Pl- (7.5) (60.2) (24.8) (7.5)
145. If I had a choice. I would prefer to provide for my family's

medical and dental care by contributing under a group plan.
(Mark answer E if single)

80- (14.2) (31.0) (39.8) (15.0)
P1- (11.4) (26.5) (39.4) (22.7)

A B C D

STRONGLY STRONGLY
AGREE AGREE DISAGREE DISAGREE

P0



A C D

STRONGLY STRONGLY
AGREE AGREE DISAGREE DISAGREE

146. A strong social/camaraderie atmosphere in an organi-
zation is a Tajor asset to retention.

Not asked in 1980.

81- (30.7) (53.6) (15.0) (0.7)

147. While my family has had to make some sacrifices for my
career, they were no preater than those required for
comparable advancement in industry. (iMark answer E if
single)

80- (4,3) (18.8) (46.2) (30.8)

81- (7.5) (27.6) (38.1) (26.9)

148. Increased assignment stability would have a positive
effect on Air Force organizations and personnel.

80- (15.7) (69.6) (13.9) (0.9)

81- (20.0) (68.6) (1l.4) (0.0)

149. Promotion to 0-7 is well worth the time and effort to
achieve it.

80- (2.6) (38.5) (47.9) (11.1)

81- (9.4) (36.2) (43.5) (10.9)

150. The current institutional environment in the Air Force
is conducive to developing military professionals.

80- (0.8) (24.6) (62.7) (11.9)

81- (1.4) (37.1) (52.1) (9.3)

151..The Air Force does not have a retention problem in its
senior officer (Lt Col and above) ranks.

Not asked in 1980.

81- (2.9) (13.7) (52.2) (30.2)

152. Afost career irritants can be resolved by effective
leadership at the wing level ana below.

80- (2.5) (14.2) (63. 3) (20.0)

81- (2.2) (19.4) (51.i. ) (26.6)

153. An tir Force career is an appealini- employment option
in society today.

80- (0.0) (25.8) (62.-, (11.7)
81- (1.4) (29.3) (5 . , (n13 6)

154. 1 have always been inclined to reire whenT\4 t eligible.
Not asked in 1980.

STRONGLY .%T VG LY
AGREE hrREE DI:1,V;REE DISAGREE



A B C D

';TRCNGLY STRONGLY
AGREE AGREE DISAGREE DISAGREE

155. 'y overall impression of Air Force general officers is
that they provide positive and effective leadership.

80- (0.0) (48.3) (44.0) (7.7)

8l- (3.6) (7.7) (20.7) (5.0)

156. Duringiry career, the best organizations I've worked in
were those with high esprit and morale, and a strong
sense of camaraderie, both on and off the job.

Not asked in 1980.

Pl- (47.1) (44.3) (8.6) (0.0)

157. I would go PCS unaccompanied rather than disrupt my
children's education and/or my wife's career. (Nark
answer E if single)

Po0- (9.6) (35-7) (44.3) (10.4)

81- (16.7) (28.0) (44.7) (10.6)

158. rly overall pay and benefits, includirp the present re-
tirement system, are comparable to those received for
similar responsibility and experience in private industry.

80- (0.0) (9.2) (43.3) (47.5)

81- (0.7) (11.4) (40.7) (47.1)
159. Most of the centralization and micro-management in the

Air Force today is the result of demands for information
by Congress and the Executive Branch.

80- (25.4) (40.7) (29.7) (4.2)

81- ( 5.8) (42.4) (40.3) (11.5)

160. During the past decade and when stationed in the US, my
wife and I have turned more and rrore to civilian friends
and the civilian community for our social life.

Not asked in 1980.

P1- (14.7) (36.0) (41.2) (8.1)
161. Retention of quality people is a serious problem in the

Air Force today.
80- (53.8) (42.0) (4.2) (0.0)

1- (59 3) 331. 9) (2.1) (0.7)

,TRCNGLY STRCNGLY
AGREE AGREE DISAGREE DISAGREE



A B C D

STRONGLY STRONGLY
AGREE AGREE DISAGREE DISAGREE

162. My own motivation towards an Air Force career has made
it easy for me to promote an Air Force career for others.,

8O- (4.3) (50.9) (41.4) (3.4)

81- (11.4) (52.1) (34.3) (2.1)
163. Recent retention problems are more the result of a

temporarily attractive job market than a reflection of
internal problems within the Air Force.

80- (0.0) (12.7) (63.6) (23.7)

81- (2.1) (12.9) (59.3) (25.7)
For questions 164 through 188 select the single response you
consider most appropriate and rark the corresponding letter
on the answer sheet.

164. Which of the following best describes your career intentions?
80 81
(5 1) A. I will stay on active duty as long as I can. (7.9)

(17.9) B. I am undecided, but I will probably stay on active (19.3)
duty as long as I can.

(48.7) C. I am undecided, but I will probably remain on active (52.1)
duty past initial retirement eligibility, but will re-
tire prior to mandatory retirement.

(17.1) D. I am undecided, but I will probably retire at 20 years
or upon completion of my present commitment. (14.3)

(11.1) E. I will retire at 20 years or upon completion of my (6.4)
present commitment.

165. Yy career goal is to achieve the grade of:
80 81

A. Liettenant Colonel (only T;.C. (0.7)
pct. avail

B. Colonel from 1980) (38.6)

C. General officer (55.6) (47.1)

D. I'm not sure at this tire. (13.6)
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166. Which of the following would you prefer if you were a
pilot or navigator in a flying job?

A. A 20 percent increase in flying hours 27.A (of those
rated)

B. A 20 percent increase in pay and allowances including
flight pay) 72.2fo (of those

rated)
C. I am nonrated.

167. Which of the words listed below most appropriately fits in
the blank to describe your situation?

"I am concerned about making financial ends
meet"

A. Always (23.6)

B. Usually (30.7)

C. Sometimes (32.1)

D. Seldom (11.4)

E. Never (2.1)

168. Which of the phrases listed below best describes how you
personally view the recent increases in pay and allowances?

A. Far more than enough (0)

B. Yore than enough (0.7)

C. About right (16.4)

D. Less than adequate (66.4)

E. Far less than adequate (16.4)

169. Which of the phrases listed below best describes how you
think the recent increases in pay and allowances will aid
in irproving Air Force-wide retention?

A. Help a lot (5.0)

B. Help some (70.7)

C. Neutral impact (10.0)

D. No help; it will take some more (11.4)

E. No help; a lot more is necessary. (2.9)



170. Assuming there is a trade-off between the following itet's,
which do you think is Yost important to the Air Force?

A. increasing the retention of experienced senior officers.
(22.9)

B. Yaintaining a healthy promotion opportunity and flow
through the field grade ranks.
(77.1)

171. In your opinion, which of the following has the most
bearinr positive or negative, on retention.

A. External factors, such as the civilian job rarket.
(25.0)

B. Internal factors, such as Air Force policies and
procedures.
(75.0)

172. Not counting your military pay and allowances, which of the
following best describes the amount of before taxes income
which you and/or your wife receive? Be sure to include in-
terest, dividends, investment income, other wages, etc.
(Note: if your wife is here with you and she worked before
you came to school and will work at your next duty location,
please include her past or projected earnings even though
she n.ay not be working while she is here.)

A. Less than $1,000 annually (15.7)

B. $1,000 to $3,000 annually (1$.6)

C. $3,001 to $5,000 annually (9*3)

D. $5,001 to $10,000 annually (15.7)

E. $10,001 to $20,000 annuaily (8.6)

F. $20,001 to $30,000 annually (10.7)

G. Greater than $30,000 annually(21.4)

173. What is your current grade? 80 81

A. Colonel (36.4)

B. Lt Col (Colonel selectee) (39.6) (93) (4.7)

C. Lt Colonel (60.3) (54.3)

174. What is your date of rank, year only? (data not used in
80- not asked . survey analysis)

A. 1976 B. 1977 C. 1978 D. 1979 E. 1980

175. What is your present age?

A. 36-39 B. 40-42 C..43-45 D. 46-49 E. ?
80- 20.6) (60.3) (15.7) (3.3)
81- (25.0) (47.1) (17.9) (7.9) (2.1)

C)i



176. How many years of service do you have for retirement?
80 81 80 81

(i1.1) ( -$y0. 21 or more C. 16-18 (47.9) (47.9)

(29.7) (25.7)B. 19-20 D. 15 or less (4.1) (6.4)

177. In what year were you commisioned?
1981 data only
A. 1(9159,, ' C. 1961 E. 1963 G. I. Other

(18.?) (19.4) (0.)
B. 1960 D. 1962 F. 1964 H. 1966

(15.8) (14.4) (14.4) (2.2)
178. What is your aeronautical rating?

80- (41.3) (20.6) (38.0)
A. Pilot B. Navigator C. Nonrated

81- (45.0) (19.3) (35.7)
179. What is your source of commission?

80 81 80 81
(47.l) (55.0o). ROTC C. Service academy (l.O) (10.0)

(17.3) (15.7)3. OTS D. Other. (21.5) (18.6)

180 through 187. The following are often given as reasons for
separating from the Air Force. From your own experience in
dealing with Air Force personnel and working the retention
probley, rank these reasons from the rrost important/fre-
quent (1) to the least important/frequent (8). Put the
letter of the most important factor in answer number 180.
Continue down the litt until the least important factor
is in answer number 187

80 81
A. Lack of enlightened leadership 7 7

B. Air Force management policies 5 4

C. Inadequate pay and allowances 1 1

D. Security of future uncertain 4 5

E. Lack of control over assignments 6 3

F. Job-caused family considerations 2 2

G. Work schedule 8 8

H. Civilian job opportunities 3 6

188. What• should be the active duty service commitment for
rorotion to colonel?
ot asked in 1980

A. None C. 2 years E. 4years
(8.1) (57.4) (6.6)
..1 year D. 3)ears . 5ormore years

(12.5) (140) .l5)

~~WNW



Questions 189 through 192 require written answers. After you have
completed this portion, remove this last page and place it, along
with the scored answer sheet into the large envelope which was used
to forward the survey to you. Place the large envelope containing
these two items in the student evaluation box in the lounge area.
Please do not fold or staple the scored answer sheet.

189. What percentage increase would you apply to your pay and allow-
ances in 1981, over and above a cost of living increase, to
provide a strong incentive for career officers to remain on active
duty until within two years of mandatory retirement? (Note: con-
sider your tax bracket in formulating your answer.)

17.4 percent (mean)
14.5 percent (median)

percent 20.0 percent (mode)

190. What, for you, are the three most positive factors in an Air
Force career?

1. The job, the work (includes eight sub-categories)

(In the 1980 survey,
2. The people numbers two and three

were reversed)

3. Service to nation

191. What,for you, are the three most negative factors in an Air
Force career?

1. Financial matters (includes three sub-categories)

2. Management/Leadership (includes three sub-categories)

3. Instability (includes two sub-categories)

In 1980, instability was #2 and benefits was #3

192. What is the single most important issue facing the Air Force today?

Retention (in both 1980 and 1981)

Thank you very much for taking the time to complete this questionnaire.
Remember, place both this last page and the scored answer sheet into the
large envelope and put the envelope in the student evaluation box in the
lounge.

h7
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APPENDIX I

POSITIVE FACTORS
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WRITTEN RESPONSES TO QUESTION 190--THREE MOST POSITIVE
FACTORS IN AN AIR FORCE CAREER

NUMBER 1 FACTOR

1A. Job Satisfaction

Job satisfaction. (181*
Sense of accomplishment. (2)
Knowing I am doing something important and worthwhile.
Opportunity for job satisfaction.
Meaningful work.
Job enrichment.
Personal/professional job enrichment.
Job fulfillment.
Sense of mission/contribution.
Contributor to elite group/mission.

lB. Flying

Flying. (5)
Operational flying.
Flying duty.
Chance to fly.
Enjoy flying airplanes.
Flying fighters.
Flying Airplanes.
Opportunity to fly fighters.

1C. Challenge (of the job)

Challenge. (3)
Challenging, rewarding jobs. (2)
Professional challenge.
The challenge--playing a significant part in the leadership/

management of a key part of the USAF mission.
Continuing challenge; flying, leadership opportunities, differ-

ent assignments.
Challenging assignments.
Challenge and responsibility.
Opportunity for challenging jobs.
Varied and challenging jobs.
Challenging mission.

*Parenthetical numbers indicate the number of times a
particular response appeared; e.g., Job satisfactfon was lis-
ted as the number one factor 18 times.
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ID. Responsibility (of the job)

Responsibility. (4)
Job responsibility. (5)
Responsibility of the job. (2)
Responsibility level.
Responsibility for important activities.
Job responsibility commensurate with skill level.

1E. Job Opportunities

Job opportunities. (2)
Job opportunities and locations.
Rewarding job opportunities.
Job opportuinties to include variety and movement.
Opportunity (type of job)
Responsible job opportunities.

lF. The Job Itself

The job.
Job and working environment.
Good jobs.
Mission.

2. People

People. (2)
The people I associate with. (2)
Your peers (the people you work with).
Caliber of people.
Camaraderie
The people you meet and tne friends you keep--the closeness

of military life.
The people you work with.
The people/camaraderie.
Quality of people you work/live around.
Association with dedicated folk.
tenerally, the dedication of fellow AF members.

3. Service to Nation

Duty to country. (2)
Opportunity to serve my country. (2)
Service to country. (2)
Service to nation.
Sense of duty.
A sense of service.
Feeling of self worth; providing a needed service to country.
Patriotism
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Sense of service to country.
Support of a common objective (defense of country).
Respect, esteem of country.
Sense of serving a worthy cause.
Cpportunity for an exciting and meaningful job--service to

country.

4. Retirement System

Retirement.
Retirement system.
Retirement benefits.
Retirement pay and benefits.
Pension.
Retirement program.
Retirement income.
Retirement benefits/active duty benefits.
20 year retirement.
Retirement system allowing second career.

5. Travel

Travel. (7)

6. Pay/Benefits

No responses as a number one factor.

7. Advancement/Promotion.

Promotion in rank and responsibility.
Opportunity to advance in rank and responsibility.
Promotion.

8. Leadership Opportunities

Chance for leadership,
Opportunity for leadership and command.
Leadership opportunities.

9. Security

Security. (2)
Job security.

10. Professionalism

Professionalism.
Professional pride.
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11. Way of Life

The way of life.

12. Educational Opportunities

Continuing educational opportunities.

13. Impact on Family

No responses as a number one factor.

14. No Positive Factors

Does not have any strong, positive factors.

15. Status/Pride

No responses as a number one factor.

16. Stability

No responses as a number one factor.

17. No Number 3

No responses as a number one factor (obviously).

18. Leave

No responses as a number one factor.
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WRITTEN RESPONSES TO QUESTION 190--THREE MOST POSITIVE
FACTORS IN AN AIR FORCE CAREER

NUMBER 2 FACTOR

IA. Job Satisfaction

Job satisfaction. (10)
A sense of fulfillment.
Ability to achieve results; influence decisions.
Feeling of doing a worthwhile job.
Jcob satisfaction--sometimes depends on your boss.
Some jobs are really worth doing.
Rewarding experiences.
Utilization of talents.

lB. Flying

Flying. (10)
Opportunity to fly.

1C. Challenge (of the Job)

Challenging assignments.
Active competitive and changing onvironmnet.
Challenging opportunities.
Challenging work environment.

1D. Responsibility (of the job) V

Responsibility.
Ability to assume re-ponsibility and initiative.
Job responsibility.
Responsibility and attendant authority.

1E. Job OpporvAnities

No responses as a number two factor.

1F. The Job Itself

Interesting work.
Interesting job.
Jobs held.

1G. Job Diversity

Variety--types of jobs and locations
Job diversity. (2)
Diversity
Broad variety of increasingly challenging assignments.
Challenging variety vs civilian ruts.
Variety of jobs.
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1 H. Job Technology

Involvement with state of the art technology.

2. The People

Interpersonal relationships.
Friendships developed.
Quality of career personnel to work with.
Working with the finest people in the U.S.
Friends around the world.
Social life.
People I work with.
Super associations--professional and personal.
Making many good friends.
Camaraderie of fighter pilot fraternity.
Working relationships.
People. (2)
Camaraderie.
Quality of people.
Unit identification and sense of belonging.
Meeting and working with good but different people.
Work with bright, well-informed people.

3. Service to Nation

Service to nation.
Service to country. (2)
Satisfaction from serving country--making a contribution
Patriotism.
Sense of purpose.
Important job--patriotism, etc..
Sense of serving my country.
The mission and contribution to our society.
Opportunity to serve country.

4. Retirement System

Retirement. (3)
Retirement program. (2)
Early (20 yr.) retirement.
Opportunity for early retirement.
Early retirement.
Retirement system.
Military retirement.
Retirement system (20-30 yr. options).

5. Travel

Travel. (4)
Travel opportunities. (2)
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6. Pay/Benefits

Pay and allowances. (2)
Money
Pay.(5)
Allowances.
Fringe benefits including recreational opportunities
Family medical care.
Medical Benefits.

7. Advancement/Promotion

Opportunity to progress thru hard work and study.
Reasonably rapid promotions.
Opportunities for advancement.
Advancement.
Equal opportunity.
Early promotion.
Promotion opportunities.

8. Leadership Opportunities

The authority vested in posotions of increasing responsibility.
Leadership opportunities. (4)
Leadership responsibilities.
Opportunity to lead early in career.
Being able to be a leader.

9. Security

Job security. (3)
Career Stability.
Security for family--present and future
Security.

10. Professionalism

The relationship to other professionals.
Working with other professionals.
Belonging to a highly professional organization.
Working with professional peers.
Membership in a profession.
Pride in being a professional.(2)

11. Way of Life

Way of life.
Military.
Family reasonably happy with military life/lifestyle.

(cosmopolitan with sense of community.)

12. Education Opportunities

Education Opportunities.

188



13. Impact on Family

No responses as a number 2 factor.

14. No Positive Factors

Does not have any strong, positive factors.

15. Status/Pride

No responses as a number 2 factor.

16. Stability

Stability

17. No Number 3

Obviously, no responses as a number 2 factor.

18. Leave

No responses as a number 2 factor.
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WRITTEN RESPONSES TO QUESTION 190--THREE MOST POSITIVE
FACTORS IN AN AIR FORCE CAREER

NUMBER 3 FACTOR

1A. Job Satisfaction

Job satisfaction. (6)
Influence of policy.
Psychic reward.
Enjoyment.
Excitement of an AF career--never a dull moment

lB. Flying

Flying. (2)
Enjoyed flying

1C. Challenge (of the job)

Challenge. (4)
Challenging jobs. (4)
Challenge of the job assigned.
A career that stimulates and challenges on individual.

1D. Responsibility (of the job)

High degree of responsibility in my job.

1E. Job Opportunities

Challenging job opportunities.

lF. The Job Itself

Good type of job.
Interesting work.
Exciting, interesting job.
When you are lucky, a good job.

1G. Job Diversity

Opportunity to do a variety of jobs.
Opportunity to have a broad career with many different jobs

in different locations.
Different job experiences.
Varied assignments.

1H. Job Technology

No responses as a number 3 factor.
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2. The People

Great people.
Social relationships.
People. (5)
Working with good people.
Corporate esprit de corps.
Camaraderie. (3)
People you work with. (2)
Dedication of career personnel.
Comradeship.
People to people relationships.
Working with a great group of people.
AF way of life (camaraderie and esprit)
Quality of people I work with.

3. Service to Nation

Serve my country. (2)
Patriotism. V
Service to country. (4)
Patriotism fulfillment. (2)
Sense of contributing to the country. (2)
Respect of public.
Psychic rewards of service.
Contribution to nation.
Opportunity to serve a great cause--my country.
Sense of duty.
Satisfaction thru service to country.

4. Retirement System

Retirement at early age. (2)
Early retirement and a financial base for a future career.
Retirement program. (3)
Retirement benefits. (3)
Retirement. (2)
Long term security aspects of the military retirement system.
Retirement options.
Decent retirement plan.

5. Travel

Travel. (9)
Travel opportunities.
Opportunity to travel.
Changing jobs/locations.
Location.
Travel within reason.
Travel earlier in career.
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6. Pay/Benefits

Pay. (2)
Pay and Benefits.
Increased priviledges and benefits.
Benefits.
Yedical benefits. (3)

7. Advancement/Promotion

Promotion.
Advancement opportunities. (2)
Career progression.
Opportunity to advance based on individual performance.

R. Leadership Opportunities

Command opportunity.
Opportunity to command a flying organization.

9. Security

Job Security. (2)
Security. (3)

10. Professionalism

No responses as a number 3 factor.

11. Way of Life

No responses as a number 3 factor.

12. Education Opportunities

Education. (5)

13. Impact on Family

Ability to provide my family a secure future.
In many ways it is good for my family.
Education for children, i.e., new places, new friends.
Family support, growth.
The manner in which senior leaderhip shows concern for family

related issues.
Time to spend with my family.

14. No positive Factors

Does not have any strong positive factors.
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1S. ,tatus/Pride

Belonging to an organization with the great history of
the Air Force (pride).

Status.
Prestige.
Recognition.

16. Stability

Stability.

17. No Number 3

No number 3. (2)

18. Leave

Initially, the 30-days'leave (some industries provide their
upper executives 5-6 weeks leave today).
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APPENDIX J

NEGATIVE FACTORS
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WRITTEN RESPONSES TO QUESTION 191--THREE MOST NEGATIVE
FACTORS IN AN AIR FORCE CAREER

NUMBER 1 FACTOR

1A. Inadequate Pay and Allowances

Pay, allowances--compensation in general, compared to what
I've seen in civilian sector.

Pay.(P)
Low pay. (3)
Compensation. (2)
Pay and allowances. (5)
Pay, to include relocation allowances.
Insufficient pay and benefits compared to my contemporaries

in civilian industry.
Uncertainty of adequate pay. Many equate the military to

ministers. They expect us to live on patriotism, the
flag and mom's apple pie.

Inadequate pay and allowances for services provided.
Arbitrary compensation/benefit adjustments.
Inadequate compensation.
The lack of significant pay and benefits which reflects a

continuing lack of respect by the country/government
for the military role in a viable national security posture.

Archaic compensation and benefits package.
Pay disparity.
Relative deterioration of pay and benefits.
Compensation not responsive to inflation.
Pay caps during inflation.
Inadequate compensation to offset inflation.
Proper compensation.
Pay vs cost of living.
Inability to keep income in pace with economy.
Compensation below inflation rate.
Pay inadequate.

lB. Eroding Benefits

Poor medical service and no dental care for dependents.
Erosion of benefits. (2)
Decrease and loss of benefits and privileges.
Lack of dental care for dependents.

IC. Moving Costs

High cost of PCS moves.
Frequent moves and cost.
Moving costs.
Moving and receiving major damage with very little compensation.

The "I don't care" attitude of moving companies plus
cost of moving--DLA=l month's quarters--just don't hack it.
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2A. Management Related

Centralized control and management.
Unrealistic controls through micromanagement.
Management. (2)
Micromanagement. (3)
Poor senior management (at least in my career field).
Lack of participative management
Still too centralized at wing level.
Gver-management--too much cover your

2B. Leadership Related

Indifferent or negative attitude of civilian leadership.
Lack of military leaders' willingness to stand up to

political leaders.
Weak leadership.
SAC leadership (too old-fashioned).
Lack of senior leadership (more leaders, fewer managers).
Make-work leadership philosophy.

2C. Policy Related

Personnel policies.
Stupid management tools--such as 1-2-3 OER.
Uncertainty; rules keep changing.
Short term management (1-2-3 OER to kill inflation).

3A. Instability

Frequent TDY and separation.
Family separation (6).
Job caused family separation.
Family disruption.
Period of maximum moving is at worst possible time for

family (teenaged children).
Disrupbion to family.
Disruption of family life/schooling/separations.
Instability. (2)
Lack of tour stability.
Family separation (moving).
Disruption of family (moves/separations).
School age kids and changing school.
Lack of assignment stability.
PCS moves/ family stability.

3R. Movin

Moving.
Constant moving.
Frequent moves.
Constant jobs, location change.
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4. No Control Over Assignments

Staff assignment.
Remote assignments. (3)
No control of assignments.
Lack of say in assignment location.
The "political" nature of 06 and aeneral-officer assienment

and promotions.
Unaccompanied tours in peacetime.
No control over future. (2)
Inability to determine career.
Lack of control over assignments that can be achieved within

normal assignment practices (without asking general
officer for help).

Lack of control over assignments.
Lack of control over where I want to go and how often.
Assignment control.

5. Promotion/Advancement

Promotion uncertainty.
Lack of adequate promotion opportunity to 0-7.
Opportunity for progression.
Lack of adequate promotion opportunity to general officer

for nonrated
Promotion system.
Complete disregard for potential vs politics.
Leaders too promotion oriented vs USAF oriented.
Do-gooders and fair-haired boys trying to lie, cheat, and

steal to get ahead of their peers.
Overemphasis on careerism by too many officers.

6. Lack of Prestige/Appreciation

Lack of appreciation by public and Congress.
Barrier between military and civilian economy.
Lack of recognition and prestige by civilian sector.
Public indifference toward career military personnel.
American public's low opinion of value of military career.
Lack of civilian respect for military.

7. Resource Deficiencies

Lack of parts and supplies.

8. The Job

Boring job.
Lack of job commensurate with ability.
Non-use of training/talents.

9. Navigator Discrimination

Limited by AERO rating (NAV) for advanced rank and jobs.
Lack of equal opportunity for NAVS to achieve command of

operation flying units.
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Job discrimination because of being a navigator.
Being a navigator in a "pilots'" Air Force
Status of navigators when competing for promotions, jobs,

assignments, etc.

10. Incompetent People

Incompetence in visible positions; i.e., CBPO, MAC terminals,
SP, etc. due to poor leadership.

Promotion of mediocrity with inflated ratings.

11. PWE

Requirement to attend Mickey Mouse PFN courses; i.e., AWC.
Give me an opportunity to solve major AF problems
at PME and not study ancient history.

The grading system at AWC.

12. Long Hours

No responses as a number 1 factor.

13. No Number 3.

Obviously, no response as a number 1 factor.

14. Too Early Retirement

Having to look for 2nd career at advanced age.

15. Non-professionalism

Lack of professionalism.
Non-professionalism.

16. No Number 2

Obviously, no response as a number 2 factor.

17. Civilian Leadership

No responses as a number 1 factor.

18. Non-monetary Compensation

Compensation, over and above money, does not increase
commensurate with rank and responsibility; i.e., some
officers don't go to head of the line like they did
in the "brown-shoe" days. Bust your tail 10 hours a
day as an L/C so you can work 12-14 hours as a colonel.
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20. No Number 1

No number 1 response.

21. Spouse Requirements

No responses as a number 1 factor.
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WRITTEN RESPONSES TO QUESTION 191--THREE MOST NEGATIVE
FACTORS IN AN AIR FORCE CAREER

NUMBER 2 FACTOR

1A. Inadeauate Pay and Allowances

Pay. (8)
Lack of adequate pay and allowances.
Erosion of pay and benefits--including encroachment of

commissary and BX prices by private sector.
Low pay. (3)
Inadequate compensation (TDY pay, rent-a-car use, office

space and furnishings, basic pay and allowances,
moving compensation, compensation for 50, 60, 70
hour weeks).

Low pay compared to same skill in civilian community and
excessive family separation.

Inadequate compensation vis-a-vis civilians.
Inequitable workloads and hours for which compensatory

benefits are not received.
Pay and allowances along with eroded benefits.
Low pay especially for enlisted force.
Inadequate pay and privileges for senior officers and senior

enlisted.
Inadequate pay and benefits.
Lack of adequate compensation.
Inadequate pay.
Compensation is not adequate for demands and responsibility.
Fulfilling family financial obligations.

lB. Eroding Benefits

Erosion of benefits (medical, rank privileges, BX, commissary
benefits are marginal).

Uncertainty of retirement benefits.
Benefits.
Inadequate family medical attention.
Medical and dental for dependents.
Poor medical service.
Deterioration of real benefitt;--medical benefits, commissary, etc.
Poor medical care.
Space available only medical/dental care for retirees.
Erosion of benefits.

IC. Moving Costs

Cost of overseag move (loss of equity in a house, etc.)
Disadvantages faced in local markets (housing, etc.) due

to constant movement.
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2A. Management Related

Guidance from senior officers to their Hq. staffs, in many
instances, needs to be better defined. There are not
enough people to work the wrong problem.

Lack of integrity.
Some areas of Air Force management.
Over-politicization.
Too much time devoted to crisis management and not enough

planning for the future.
An absence of foresight and disregard for innovative thinking.
Micro-management from the macro-level--hire me, train me,

select me for a key job and turn me loose. Trust me!
Having to work for and with marginally competent senior

officers who are either cheap bastards, .lacking in
professional integrity or are promoted to 0-6 despite
their total lack of attention to detail and preparation.

Too many layers of bureacracy (NAF, etc.)
Centralized management.
Micro-management.
Management mindset vice leadership.
Lack of flexibility on the part of leaders and management

to reward and promote truly outstanding performers
and place them in responsible positions.

Over centralization of management.
Reluctance of leadership to delegate authority.
High levels of responsibility without commensurate authority.
Frustrations of dealing with system/bureacracy.
"Make work" to answer "what ifs."

2B. Leadership Related

Aggrandized leadership.
Leadership.
Quality of leadership--excessive self-centeredness.•
I eadership by default (oldest).

2C. Policy Related

Performance rating system.
Up-or-out.
Do more with less as manning goes down and job stays constant

or expands.
Lack of a comprehensive, organized and responsive Air Force

personnel program.
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3A. Instability

Uprooting the family so often.
Family separation.(4)
Instability of family life.
Family hardships (PCS's, separations, schools).
Family disruptions.
Family inconvenience.
Moving family with children in later high school years.
Heavy personal requirements.
Lack of family stability roots.

3B. Moving

Numerous PCS. (2)
Frequent moves.
Moving.
Strain on family durin, -)ves.
Stability of assigwrnts.
Too frequent moves.
Moving too much.
Frequent PCS mover.

4. No Control Ov-. ̂sianments

Lack of real control over assignments.
Uncertainty in asrtgnments.
Frequent impossibiiity of matching personal desires with

AF needs.
Lack of control over destiny--assignments, where you live,

promotions.
Little career control.
Assignment limitations (as career progresses).
Concern for personnel desires.
Inadequate consideration of my personal/family concerns in

the assignment process.
Too much staff duty.
Fragmented career management philosophy.
Future uncertainty.
Lack of influence over assignments.
Insensitivity to family with assignments.
Remote tours.
AssignMent instability.
Ability to influence future assignments.
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5. Promotion/Advancement

Lack of opportunities rated-vs-non-rated.
To be promoted it requires a turbulent PCS environment.
Promotion system. (2)
OER/promotion concerns.
People who try to do everything except what Uncle Sam pays

them to do to get promoted--education, PME, boot licker,
etc..

Promotion prejudice.
Lack of promotion opportunity beyond 0-6 for non-rated officers.

6. Lack of Prestige/Appreciation

Prestige.
Treatment.
Low prestige.
Lack of public esteem for military. (2)
Lack of public support.
Inadequate recognition/respect for military professionals by

society.
Societal View.

7. Resource Deficiencies

Poorly equipped and maintainedt equipment and facilities
Lack of resources to complete mission (people, flying,

time, etc.).
Not enough flying time for our jocks to have the proficiency

they want to have.
Inability to complete/accomplish needed improvements.
Poor working conditions.
Lack of adequate funding to accomplish mission properly.
Lack of adequate resources for proper training.
Lack of resources to do the job.

8. The Job

Large number of meaningless jobs.
Stagnation.

9. Navigator Discrimination

No response as a number 2 factor.

10. Incompetent People

A weak, ineffective boss.

11. PME

No response as a number 2 factor.
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12. Long Hours

Hours.
Unreasonable work demands.
Long hours.
Work schedules.

13. No Number 3

Obviously, no response as a number 2 factor.

14. Too Early Retirement

Starting second career.
Necessity of starting second career at middle age.

15. Non-professionalism

No response as a number 2 factor.

16. No Number 2

No number 2 negative factor. (3)

17. Civilian Leadership

Civilian employees throtughout DOD.
Lack of Presidential support.

18. Non-monetary compensation

No response as a number 2 factor.

19. Inequality in the Workforce

Ne response as a number 2 factor.

20. No Number 1

Obviously, no response as a number 2 factor.

21. Spouse Requirements

No response as a number 2 factor.
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WRITTEN RESPONSES TO QUESTION 191--THREE MOST NEGATIVE
FACTORS IN AN AIR FORCE CAREER

NUMBER 3 FACTOR

1A. Inadequate Pay and Allowances

Unequal work for equal pay.
Always feeling overworked and underpayed.
Pay, benefits.
Money.
Compensation.
Loss of purchasing power due to inflation.
Monetary compensation.
Low Pay. (2)
Salary plus eroding of benefits.
Compensation well below civilian for education and experience.
Pay and benefits. (2)
Poor pa for responsibility.
Pay. (5
Compensation in certain skills compared to those in civilian

community.
Pay insufficient for the dedication and hard work required

to do the job right-the first time.
Inadequate financial rewards.
Inadequate pay, benefits and courtesies for senior officers.
Compensation relative to civilian sector equivalents.
Lack of commensurate pay (for work/responsibility).

lB. Eroding Benefits

Increasing difficulty in providing for retirement home.
Declining quality of medical and dental benefits and services.
Dwindling benefits.
Erosion of prestige and benefits.
Instability of military perks over a period of time to fiscal

scrutiny by civilian sector.
Consistant erosion of benefits.
Up until the last year or two the constant press by 0MB,

GAO, Congress and some in the DOD to eliminate BXs,
commissaries and the poor press based on little evidence
of any impropriety.

Loss of benefits.
Lack of dental benefits and GI Bill.
Housing
Insidious erosion of benefits.
Benefits touted but not available; i.e., medicare for

dependents, etc..
Erosion of benefits.
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1C. Moving Costs

PCS moves in today's economy, selling house, etc.).
Moving expenses.
Cost of housing market--moves.
Expenses for PCS moves (financial disaster)(move, housing,

rentals, etc.)
Inadequate travel allowance.
I hate to move, not the change of location but the hassle and

cost of going from A to B. We can make that easier--pay
what it costs; i.e., house hunting t-ips, etc..

2A. Management Related

Centralization
Managerial distrust of people.
Need much more buck stop--lower the responsibility.
Careerism.
Terrible senior management.
Micromanagement by HHQ.
Fuzzy management practices.
Incompetent senior leadership.
Senior management.
Managers and supervisors with their heads in the sand about

the mission of the Air Force to Fly and Fight. Only
want to do what's good for them.

Micromanagement.
Perception of higher management that more hours on the job

equates to a significantly higher degree of accomplishment.
Leaders who won't tell superiors no; i.e., can do without.
The perception that senior officers do not have the authority

to make necessary changes in force structure and manage-
ment.

2B. Leadership Related

Confused leadership.
Square-filler commanders with no concern for mission or

people.
Poor leadership.

2C. Policy Related

Contending with illogical programs; e.g., affirmative action.
An impersonal personnel system.
Poor, inconsistent policies.
Having to keep doing more with less.
Elimination of "soldiering" from the Air Force.
Congressional juggling of retirement and pay scales.
Inflated rating system.
Up or out system.
Insecurity resulting from "up or out" system.
Changes in the rules; i.e., retirement, etc..
Rating system.
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3A. Family Disruption/Separation

Family Separation. (4)
Great deal of family sacrifice.
Family hardships from PCS/TDY.
Family separation of PCS moves.
Time away from family.
Family stress.
Inability to take root and settle down before retirement
Incompatibilities between AF career and family stability neeas

-- especially for career working spouses and children
with special education needs or desires.

Family considerations.

3B. Moving

Moving
Frequent PCSs
Lack of roots to community
Continual moving.
Frequency of moves.

4. No Control Over Assignments

Assignment policies.
Assignments.
Assignment policies not flexible enough to accomodate the

family members and their desires.
Aircraft assignment policies.
Control over assignment opportunities.
Knowing that I'm headed for Washington D.C..
The requirement for overseas duty.
Lack of control over future.
Lack of control over assignments.
Assignment planning/family separation.

5. Promotion/Advancement

Limited opportunity for promotion that is commensurate
with ability.

Failure to truly recognize outstanding dedication and work.
Increasing politicization of promotion process at higher

grade levels.
People gaming system to get ahead.
Too many squares to fill--PME, education.

6. Lack of Prestige/Appreciation

Lack of public support for military. (2)
Lack of respect by civilians.
Public attitude.
Being used by political civilian opportunists as a scapegoat

in attempts to incluence policy or create social change.
Public concept of military career.
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Lack of civilian appreciation.
Lack of appreciation from society.
Lack of public respect and appreciation.
Lack of Congress support.
Lack of adequate status symbols (externals).

7. Resource Deficiencies

Inadequate resources to do the job.

8. The Job

Job satisfaction.
Match reslonsibility and capability.
Meaningful employment.

9. Navigator Discrimination

No response as a number 3 factor.

10. Incompetent People

The difficulty of getting rid of people who can't or won't
perform.

Promulgation of mediocrity.
Lack of committment to mission.

11. PKE

PME.
AWC (Evaluation system in particular.).
PME that continues to treat adults as children!
Being treated the way I was as a Lt or Capt, especially

in Air Force schools.

12. Long Hours

No response as a number 3 factor.

13. No Number 3

No Number 3 as a negative factor. (8)

14. Too Early Retirement

No respcnse as a number 3 factor.

15. Non-professionalism

No response as a number 3 factor.

16. No Number 2

Obviously, no response as a number 3 factor.
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17. Civilian Leadership

No response as a number 3 factor.

18. Non-monetary compensation

No response as a number 3 factor.

19. Inequality in the Workforce

Inadequate recognition for support personnel.
Disparity in image of rated-vs-non rated officers.
Failure to improve the quality of life for enlisted troops.

20. No Number 1

Obviously, response as a number 3 factor.

21. Spouse Requirements

Some situational ethics; i.e., Navs can be Sq/CC, yet that's
not really true; most Sq and Wg/CCs must be married;
more emphasis put on wives being involved in social
functions and not recognizing the ongoing social
revolution.

OWC, and the politics required to promote husband.
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APPEN~DIX K

M'OST IMPORTANT ISSUE
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WRITTEN RESPONSES TO QUESTION 192--THE SINGLE V;OST
IMPORTANT ISSUE FACING THE AIR FORCE TODAY

1. Retention

Making sure we have quality people.
Recruitment and retention of high quality people (6).
Retention - particularly second term enlisted people.
Retention (23).
Retention of engineers.
Retention of best people (6).
Retention of career airmen to adequately support existing

weapons systems.
How to attract and retain qualified people and use then

to their maximum effectiveness--women included
Retention of quality people with the recent experience to

fly and lead the troops.
Retention of skilled/experienced work force (5).
Retention of highly qualified officers and airmen (4).
Retention of NCOs and mid-grade (7-10 yr) officers (3).
Poor recruitment (we are not getting the good people) and

disastrous retention. Lets take a look at universal
service and a GI Bill.

Retention of decent personnel.
People.
Retention of mid-level NCOs (2).
Retention, recruitment and general quality of the force.
Maintaining a force of trained, qualified, motivated

personnel.
Retention of quality people especially young officers and

airmen (2).
Retention, Retention, Retention of good professional

military soldiers. Need a system that dumps the
"do-gooders;" i.e., PME bums and professional students
that won't work but think they are so highly qualified.

Retention of quality people in critical skills (engineering,medical) .

Retention of the right quality people for the right reasons;
i.e., to serve AF not their personal advancement.

Retention of professional people.
Retention of the right people, both senior officers and senior

NCOs
Recruiting, training, utilization and retention of quality

personnel.
Retention of experienced middle managers.
Retention--not just pilots (they are highly visible) but

qualified people across the board.
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2. Readiness Deficiencies

Readiness (4).
Cbjectives and purposes.
Lack of readiness to fight which is the primary mission of

the USAF.
Acquiring a combat capability that will contribute to our

country 2"-acquiring credibility as the leader of the
free world.

That issue is identical to that faced by other military
services--whether or not "defense" is worth the price
the U.S. public must pay over the next two decades
to buy "insurance" for U.S. lifestyle.

Lack of national purpose and commitment to support the
military personnel and equipment necessary to meet
the threat.

Unwillingness of the citizenry to adequately support the
military with sufficient quality people and money
posed against the high proportion of the budget that
a good AF costs.

How to rebuild the nation's military strength.
Convincing the public and Congress to maintain an adequate

defense.
Necessity of having a strong military.
Preparedness for war.
Inability to carry out the mission of national defense

because of past political mistakes and the need to
rebuild to meet the challenge.

Decreasing strength relative to USSR.
Being able to counter the known threat.
Continuing viability.
Combat readiness--i.e., the aggregate ability of all USAF

resources (personnel, equipment, doctrine, etc)
to meet and defeat the Soviet threat, when employed
in concert with other U.S. and Allied forces.

Acquiring and maintaining an adequate AF for its mission.
Readiness/sustainability.
Insure we have the means of preserving the American society.
Building and maintaining a fighting force of sufficient

size and quality.
Preparing for war against a stronger opponent.

3. Leadership/Yanagement Deficiences

Lack of quality leadership.
The proliferation of Hqs and Staffs. We have more pilots

"managing" than we have pushing throttles by some
margin. The younger pilots see little future for
themselves except as "paper-pushers:'

Lack of guts in senior leaderhsip. Politics and desired
personal achievement overshadow telling it like it is.

We don't have enough people in leadership positions--Sq/CC
and above--who are willing to disregard the political
nature of the system. Too many are concerned about
their own personal goals and not the mission/people.
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Lead , '-;h i; ;ridI rana-eyiment.
Developing leaders, not micromanagers
Inability to manage with integrity; leadership too politically

inclined .
Bureacracy of leadership
How to do away with the vast number of strap hangers making

life impossible for the few workers in the wings
that make the AF go.

Maintaining a sense of dedication, professionalism and
urgency within the service in a time where this is
not particularly in vogue within the country

Loss of professional identity.
Pampering to selfishness rather than appealing to patriotism
Rising expectations of people with the idea--what's in it

for me.
The need for a greater sense of duty and commitment in its

people. The need for the AF to be considered more
than just a job.

Quality of personnel
Esprit de corps (2).
Yotivatiort
We need to focus the attention of all our people on the

mission of the Air Force, emphasizing each individual's
part in that mission.

Improving its image to Congress, the American people and
itself to provide self-esteem necessary to maintain
professionalism and retention in its personnel.

4. Resource Deficiencies

Lack of adequate $ support from Congress.
Dollar crunch
Provision for adequate resources ($, systems, personnel).
Money for equipment and people.
How to buy quality people and equipment with limited

budgets
Lack of resources to do job properly
How to optimize the use and expenditure of limited funds

appropriated by Congress.
Inability of aligning mission requirements with capability.
Weapon acquisition.
Making progress in people programs, compensation, hardware,

facilities, forces under fiscal constraints.
Nlateriel support of aircraft--(people and parts).
Lack of sufficient resources to perform mission and maintain

a quality force.
Quality of life for its personnel--all money (0 & N) goes

to mission related items, not to improving our
facilities, recreational activities, etc.

Having enough money, materiel and manpower to do the job.
Lack of adequate funding to accomplish mission properly.
Doing more with less.
Maintaining a quality force in the face of budgetary constrainrt,.
Lack of resources to adequately train and function under

sustained combat.
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5. Compensation

Compensation.
Pay (2).
Equal pay versus the civilian market
Inadequate pay.

6. Miscellaneous

Lack of conern for singles; i.e., quarters, job opportunities,
pay differences for marrieds.
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